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ABSTRACT 
 
Women have struggled throughout history in order to integrate successfully into the Canadian 
Armed Forces (CAF). This research examined the cultural experiences of non-commissioned 
female members in male-dominated, non-combat arms occupations. Women’s historical to 
present-day service was examined and compared to other para-military organizations within 
Canada and other countries. Implications were also explored regarding strategies to recruit and 
retain women in the CAF and improve their quality of life within the organization.  
 
This qualitative study consisted of interviews of ten CAF members who identified as female and 
were serving in the ranks of Corporal to Sergeant. To this end, the primary research question was 
as follows: “What are the experiences of females who are currently serving, and who have 
previously served, in predominantly male-dominated, non-commissioned, non-combat arms 
trades?” The volunteers for this study were interviewed in a one-on-one confidential setting and 
were asked 6 preliminary questions, 16 main questions, 5 additional questions regarding the 
CAF’s Operation HONOUR initiative, and 1 final question.  
 
Four main themes resulted from the data: motivation, elemental differences, navigating gender, 
and the impressions of Operation HONOUR. Congruency of interests, skills, and experience 
strongly influenced job satisfaction, and 50% of the participants indicated that they would have 
selected a different occupation when enrolling in the organization. Despite instances of tokenism 
and harassing language and behaviours directed at the servicewomen throughout their careers, 
poor leadership in general and difficulties with overly competitive serving members had been the 
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primary reasons for two members to consider exiting the organization. Job satisfaction was 
linked primarily to the perception of being provided challenging, interesting, and fulfilling work. 
Direct or indirect support from superiors and peers were also factors that related to job 
satisfaction.  
 
Postings and their associated environments of Army, Navy, or Air Force strongly influenced the 
women’s personal and professional experiences, with the Navy and Army being associated more 
closely with overall more misogynist treatment of women. The women navigated their gender in 
numerous ways in order to succeed, with most problems stemming from pregnancy and child 
care, and managing heavily physically demanding tasks. Male-to-male interactions were 
described as more physical and easygoing, cross-sex interactions were complex and varied but 
most often related to discrimination against females because of pregnancy and child care, and 
female-to-female interactions were described as extremes of either camaraderie to counteract 
male peer interactions or highly competitive and counter-productive. Female superiors in 
particular were mostly described in a highly negative manner, compared to male superiors.  
 
All of the servicewomen were very familiar with the Operation HONOUR initiative, and 
although they recognized that a problem of sexual harassment existed within the CAF, they 
attributed it to only a few perpetrators. Of these women, 90% believed that Operation HONOUR 
has made a positive difference, although 50% believed that it is has been implemented in too 
extreme a manner, and comments also included ways in which it has made their daily 
functioning more difficult because of servicemen’s retaliation to the initiative. Suggestions were 
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made regarding Operation HONOUR to improve leadership, and to elicit feedback on a one-on-
one versus group-oriented setting.  
 
Based on the study’s findings, recommendations for practice are provided to improve the quality 
of life of all serving members, from a recruiting standpoint via the CAF’s recruiting website to 
programs to orient women more fully to the CAF and its occupations. For those members who 
are currently serving, mandatory and consistent mentorship and leadership training are 
recommended, particularly regarding leading and assessing others, and managing instances of 
inappropriate conduct. Additional recommendations are made to counteract the difficulties of 
those members who are pregnant, on parental leave, or caring for their children. Suggestions are 
also made to counteract the problems associated with group-oriented reporting on the success of 
Operation HONOUR and making decisions when encountering harassment-related behaviours. 
The recommendations for further research respond to the limitations of the current study.   
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CHAPTER ONE 
INTRODUCTION 
 In order to examine the challenges, issues, and opportunities of women’s entry into 
Canada’s military, it was necessary to consider their historical path of inclusion and resistance to 
their present-day status within the organization. Issues surrounding diversity within the Canadian 
Armed Forces (CAF), or the Forces, have most recently been the subject of hyped up media 
coverage, research studies, and organizational policy changes, with particular focus on minorities 
(including women) within the Forces. 
 An extensive review of existing research provided further insight into the challenges, 
issues, and opportunities presented to primarily women within Canada and other countries’ 
militaries, as well a brief review of how paramilitary organizations have managed similar 
situations regarding diversity within their ranks. A thorough analysis of the available research 
associated with the findings of the current study provided further understanding of implications 
for the Forces, as well as a discussion of a brief overview of the study.  
Women’s Entry Into the Canadian Armed Forces (CAF) 
 Canada’s history of integrating women into its military is unique, because Canada 
originally employed women as nurses in both world wars, and as nurses and clerks in the Boer 
War, altering society’s views of women serving in a military capacity. The end of the wars 
signalled a change, when women struggled to regain their status and employment opportunities 
within a male-dominated military organization that resisted female enrolment until it was 
required to alter its recruiting practises (Kovitz, 2000).  
  Throughout the 1970s and 1980s, the CAF attempted to resist women’s inclusion in a 
number of its male-dominated trades. As a result of primarily the Royal Commission on the 
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Status of Women, the Canadian Charter of Rights and Freedoms, and the Canadian Human 
Rights Act, pressure was exerted on the CAF, in order to increase women’s roles within the 
military and to improve their working conditions. Following these developments, Canada has 
further diversified to include gays and lesbians in the CAF, and it also permits transgendered 
members to continue to serve and assists with their transitions during and after the transgender 
process (“National Gay and Lesbian,” 2012; National Defence, 20101).  
 As a result of Canada’s military’s attempts to include diverse populations seamlessly into 
its ranks, beginning with women, it has been placed into the forefront as one of the world’s most 
progressive militaries. Studies have revealed that there are other advantages of employing 
women in military organizations, including drawing on their highly specialized technical 
expertise and providing a larger population of the most skilled and qualified applicants. Female 
traits themselves also appear to buffer potential inappropriate aggressive behaviors among both 
civilian and military populations, and female soldiers can serve as an essential asset when 
managing female civilian populations (DeGroot, 2001; Hoiberg, 1980). Employing women in all 
occupations also provides a greater talent pool to draw from, particularly in relation to the most 
common trades in the CAF that are technically oriented.  
Integration Difficulties in the CAF 
Despite the advantages of hiring women into all trades within the CAF, employing them 
in a male-dominated organization has not always served as an easy transition for female soldiers 
(Davis, 2009). The difficulties that have arisen from the inclusion of diverse populations in the 
CAF are most recently reflected by the results of the CAF’s external study that was conducted in 
                                                          
1 This website is accessible only to members employed within both the Department of National Defence and the 
Canadian Armed Forces.  
 
3 
 
 
order to gauge the levels of both sexual misconduct and harassment (Government of Canada, 
2015c), and General Whitecross’ (2015) subsequent briefings across Canada regarding the 
problems of harassment and assault within the CAF. The results of the CAF’s independent study 
appeared primarily to reflect the negative experiences that female soldiers have had working in 
Canada’s military, although they also included the experiences of male soldiers, as well as those 
of the Lesbian, Gay, Bisexual, Transgendered, and Queer (LGBTQ) population (Government of 
Canada, 2015c). 
Despite the difficulties that women have faced while attempting to integrate into 
Canada’s and other militaries in general, the review of historical literature reveals that women’s 
motivation to serve and their experiences while serving often differed in many ways from their 
male peers. While there is a tendency to begin to view the genders as at odds with one another in 
both obvious and subtle ways, of particular interest is that some of the studies referred to women 
responding to each other in unique ways during training, responding to male soldiers differently 
as well, and that the elements within the militaries (Army, Navy, or Air Force) tended to react 
differently overall to the presence of females (Fuegen, 2010; Mankowski, Tower, Brandt, & 
Maddocks, 2015; Winslow & Dunn, 2002; Wolansky, 1992).  
Accounting for more than just male and female interactions with each gender, the 
literature review reveals the complexity of the interaction between the genders, and how difficult 
it was to study these factors within such a unique setting as the Canadian military. The literature 
review exposes the difficulties experienced by the CAF, in order to fulfill the mandate of 
enrolling women into its predominantly male organization, training them, and then attempting to 
retain them. Similar organizations (including the Royal Canadian Mounted Police – RCMP, the 
United States’ border services, and other countries’ militaries and para-military organizations), 
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as well as other minority groups within the CAF, are often included in studies that refer to 
women’s struggles with adapting to the organization. Other minority groups have experienced 
similar challenges of integration into the CAF, and a broader view of some of these groups and 
occasional crossover characteristics (both female and belonging to the LGBTQ community) 
provided further insight into women’s motivations and challenges within the Forces and military 
and para-military environments. Canada’s recent efforts toward not only eliminating harassment 
toward LGBTQ members but also including minorities within its military ranks have resulted in 
an influx of media reports and studies aimed at improving the lives of its military members.  
Relevant Research 
Militaries in Canada and the United States have appeared to advance socially, as have 
other countries’ militaries that have included diverse populations in their militaries. Quantitative 
and qualitative studies have been conducted on militaries throughout the world, by both the CAF 
and independent researchers of female recruitment into Canada’s military. The purpose of these 
studies has been to determine the effects on the militaries themselves, on both the female and 
male serving members, and on the militaries’ associated civilian societies. The research reports 
often include a contextual analysis of the development of female-paid employed work within the 
societies, lead to the inclusion of women in the societies’ militaries, and often detail the 
subsequent difficulties and triumphs experienced throughout their years of service. The 
Department of National Defence (DND) has noted that there is a greater need for qualitative 
research to be conducted in the CAF and, while few studies have examined the military culture 
itself within the CAF, gender integration has been studied in depth, particularly within combat 
trades or combat environments in general (Ranvig, 2014).  
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As a result of Canada’s unique decision to include females in all military occupations, 
including the combat arms in particular, the research directed toward diversity in the CAF has 
focused primarily on women in the combat arms and/or leadership occupations. However, there 
has been limited published research that chronicles non-commissioned women’s experiences 
within occupations that are not combat arms or designated leadership ones whose “social group 
represents less than 15% of a given context” (Kanter, 1977, as cited in Kabat-Farr & Cortina, 
2014, p. 59). Furthermore, Canadian military cultural studies themselves are reportedly rare, in 
comparison with American military studies (Ranvig, 2014).  
One particularly relevant study that was conducted in the 1990s explored the reasons why 
female serving members were exiting the CAF prematurely. It was determined that in a vast 
majority of the cases, the women were leaving as a result of the difficulties experienced from 
coping with being female, which in turn affected their personal well-being (Davis, 1997). Since 
this period of study, women have experienced a longer period of adaptation while serving in all 
roles within the CAF. While their difficulties with harassment and sexual harassment have been 
highlighted most recently as a result of the independent study and General Whitecross’ briefings 
across Canadian bases, limited research has been examined the difficulties that have affected 
women, or gender integration, into the Forces. “The continuous exit of women from male-
dominated environments at a higher rate than their male counterparts is one indication of the 
failure to achieve full integration” (Davis, 1994, as cited in Harrison & Liberté, 1997, p. 183).  
Significance to the Field 
Female military members have occasionally transferred to more gender-balanced 
occupations within the CAF, or they have exited the CAF prematurely (Fraser, 2008), resulting 
in a loss of trained members who could have potentially progressed to provide further advanced 
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technical and leadership expertise to others. The CAF’s rank system is synonymous with 
progressing within one’s military career and acquiring training and experience, in order to train 
other soldiers who are less experienced. The loss of members within occupations as a result of 
occupation transfer or early release from the Forces also incurs a financial cost to the military, 
and it affects the members’ perception of the military in either positive or negative ways. The 
literature review consistently indicates that the CAF, as well as paramilitary organizations 
including the Royal Canadian Mounted Police (RCMP) and the United States Customs and 
Border Protection, have historically experienced difficulties managing the expectations to hire a 
higher percentage of women within their organizations.  
This era has resulted in financial and personnel cutbacks within the CAF, creating 
additional work demands for both genders at all rank levels, deployments, transfers, and frequent 
periods of time away from home. These factors have prompted studies that focus on stress within 
the workplace and its effects, including loyalty and commitment to the organization. Ironically, 
Canada is currently experiencing a generational trend of women being able to serve a lengthier 
period of time on maternity leave than in the past, parental leave is also provided for males, and 
the CAF also extends these benefits to its members. Adding to the complexity of serving within a 
male-dominated culture, the CAF has also extended the length of service required for its non-
commissioned members to serve following their entry into the organization.  
The results of the current study reveal information that is even more relevant today within 
the military. This exploratory research benefits the CAF by increasing the knowledge of the 
more recent experiences of women in a population that has not often served as a primary focus of 
research. Because studies that focus on the reasons why women enter into particular occupations 
are rare, particularly within a military setting (Torre, 2014), insight is directed toward women’s 
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perceptions of what the male-occupied occupations entailed prior to their selection of the 
occupations, the personal and professional climates once employed in the occupations, and their 
interests and aptitudes about the work. Although the women within this study focused primarily 
on remaining in as opposed to leaving the CAF, the limited results regarding intentions to exit 
the organization are also relevant, because the majority of research has suggested that women 
leave traditionally male-oriented civilian occupations or the CAF as a result of a complex trade-
off between external and internal motivational factors. The results also serve as a guide to 
maintain the military’s current practices of recruiting, selecting, training, and employing, or 
perhaps taking action of some type in any one or all of these areas, in order to improve the lives 
of women serving in male-occupied, non-commissioned, non-combat trades. In this manner, the 
results serve as a building block for future research conducted regarding complex issues 
surrounding gender differences within the CAF.  
Overview of the Study  
 The current study focused on exploring the cultural experiences of 10 female soldiers 
within all three elements of the CAF who were serving or had previously served in male-
dominated, non-combat arms trades. The catalyst for this study was the researcher’s prior 
experience of interviewing females regarding career change in the CAF for over 20 years, and 
hearing of their struggles and triumphs, while they navigated their way through serving in male-
occupied trades. It has been both fulfilling and a privilege to contribute to military research by 
increasing the understanding of what the target group of female soldiers are experiencing today 
within Canada’s military.  
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Definitions of Terms 
 The following definitions apply to terms as they are used in this thesis:  
Access to Information Act –  
Provides access to information within Canada and is controlled by the Government of 
Canada. 
Canadian Charter of Rights and Freedoms –  
Also referred to as the Charter, it is a part of the Canadian Constitution Act of 1982, in 
which the rights and freedoms of all Canadian citizens within a free and democratic 
society are guaranteed. It includes the right to equal treatment for both men and women. 
Canadian Forces Aptitude Test (CFAT) –  
A timed test that measures verbal, spatial, and problem-solving abilities, which was 
implemented by the Canadian Armed Forces in 1996. This test is administered to all 
applicants who wish to join the organization, or, while serving in the Forces, to apply to 
commission or change their occupations. The test is available in either official language, 
and particular test cut-off scores are required, depending on the purpose of the 
application.  
Canadian Forces Military Personnel Instructions –  
Provide formal administrative and functional guidance for military personnel 
management issues for all Canadian Armed Forces personnel. 
Canadian Human Rights Tribunal (CHRT) –  
Applies principles of the Canadian Human Rights Act to cases that are discriminatory in 
nature and are referred to the CHRT by the Canadian Human Rights Commission.  
 
9 
 
 
Defence Administrative Orders and Directives (DAODs) –  
Documents that are available to all Canadian Armed Forces members and the public, 
which provide further details on particular duties and behaviors of members who are 
referred to within the National Defence Act.  
Department of National Defence –  
Civilian members who are employed to work in conjunction with Canadian Armed 
Forces military personnel as part of the Defence Team.  
Employment Equity –  
The representation of all designated groups in an appropriate manner at all levels within 
an institution.  
Equal Opportunity (EO) Climate –  
Either a positive or negative work environment, or psychological climate, which is 
associated with employees’ perceptions, either individual, or as a group, of how likely 
discrimination and/or harassment will occur within their organization.  
Hegemonic Masculinity –  
Masculine behavior that is considered to be the norm within an environment, and implies 
dominance, control and suppression over women and those men who are considered to be 
weaker. Hegemonic masculinity is considered to be the opposite of femininity, and 
associated characteristics of masculinity (such as loyalty, toughness, bravery, and 
aggressiveness) are valued and encouraged. 
Member’s Personnel Record Resume (MPRR) –  
A document that is classified on a need-to-know basis and represents each member of 
both the Regular Force and Reserve Force, with the exception of Supplementary Reserve 
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Force members. An MPRR includes each member’s personal and career administrative 
information.  
National Defence Act –  
The primary document of legislation that governs the organization, funding, and 
behaviors of all Canadian Armed Forces personnel. 
North Atlantic Treaty Organization (NATO) –  
A military alliance formed in 1999 in Washington, DC, and includes 26 countries that 
support peace treaties in the North Atlantic, and who apply military force to combat 
external threats, including communism and terrorism.  
Occupational Role Stress –  
Described as a part of social role theory, in which stress naturally results from 
perceptions that employees hold while being employed in occupations within a 
workplace. The most common perceptions studied include role ambiguity and role 
conflict, although all sources of occupational role stress are associated with reduced 
health and well- being.  
Occupational Specifications –  
Documents that describe the functions of each occupation within each component of the 
Canadian Armed Forces (Regular Force, Primary Reserve, and Special Force) in detail, 
including general specifications common to those employed within an occupation/trade, 
and specialty specifications that describe any additional duties and tasks within a 
trade. The documents also indicate the job requirements of a trade, including 
comprehension and judgement, occupational training and experience, responsibilities 
(resources, services, safety for others, physical effort), and working conditions 
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(environmental, hazards, and stress). As well, occupational specifications also include 
special requirements (medical, language, security clearance, education, prior 
qualifications, and related civilian occupations), occupational development, career 
pattern, and employment and training within a trade.  
Operational Effectiveness –  
Refers to the state of readiness, in order to serve in an operational capacity by an 
individual soldier or a force as a whole. Operational effectiveness often implies cohesion, 
morale, leadership, training, and capability. 
Operation HONOUR – 
 Describes the operation initiated and ordered in 2015 by the Canadian Armed Forces’ 
 Chief of Defence Staff, in order to eliminate harmful sexual behavior within the Forces.  
Personnel Selection Officer (PSO) –  
An officer occupation within the Canadian Armed Forces that is described as applying 
behavioral knowledge to enhance the organizational effectiveness of Canada’s military 
and the psychological well-being of its members. 
Post-Traumatic Stress Disorder (PTSD) –  
A psychological condition that is usually accompanied by physiological reactions that 
result when an individual or a group of individuals are subjected to an event that causes 
intense feelings of fear or helplessness. 
Primary Reserve – 
Commonly referred to as the “Reserves,” it is a sub-component of the Canadian Armed 
Forces that consists of Navy, Army, Air Force, Health Services, and the Legal Reserve. 
The Primary Reserve is composed of a smaller number of soldiers than the Regular 
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Force, and its members do not usually serve continuously full-time for a fixed and 
lengthy period of service. Unlike Regular Force members, Primary Reserve members are 
not bound by the same CAF rules and regulations while they are off duty.  
Regular Force –  
The largest force of the CAF, which consists of Army, Navy, and Air Force elements. 
The Regular Force requires its members to serve continuous full-time military duty for 
fixed periods of service. Both the Regular Force and the Primary Reserve are frequently 
referred to as “the Forces.”   
Royal Commission on the Status of Women in Canada –  
Created in 1967, the Royal Commission on the Status of Women in Canada investigates 
the status of women in Canadian society and makes recommendations to the federal 
government, including the Canadian Armed Forces, in order to ensure gender equality for 
Canadian women.  
Sex-Role Spillover Theory –  
Explains how male or female dominated work settings or occupations affect the 
perceptions of women’s roles within the organization or occupations, and how others 
react to women in particular situations within those settings.  
Tailhook Scandal –  
A series of sexual assault and harassment incidents that occurred in 1991 by United 
States (US) military officers against servicewomen, following a US military symposium. 
A subsequent investigation resulted in a revised policy on the assignment of women in 
the US Armed Forces.  
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Tokenism –  
When a group’s representation falls below 15%, difficulties arise that include prejudice 
and discrimination. Tokenism is associated with keeping outgroups at a disadvantage, and 
pressure to conform and assimilate into the larger group.  
Transgender –  
A male or female who identifies with the gender that is opposite from that person’s 
biological gender.  
United States (US) Border Patrol –  
The US federal law enforcement agency that prevents illegal immigrants, weapons, 
human and contraband trafficking, as well as terrorism from entering into the US. 
 United States (US) Federal Glass Ceiling Commission –  
Defined in 1991, it describes the attitudinal and organizational barriers or biases that 
prevent qualified individuals from advancing to managerial positions within 
organizations. 
Overview of the Thesis 
 Chapter 1 introduces the thesis topic “Women and Job Satisfaction in Today’s Canadian 
Armed Forces’ Climate.” Chapter 2 overviews the literature. Chapter 3 describes the study’s 
methodology. Chapter 4 reports the study’s findings. Chapter 5 discusses the findings. Chapter 6 
provides concluding remarks. Chapter 7 makes recommendations for practice and for further 
research.  
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CHAPTER TWO 
LITERATURE REVIEW 
 This chapter analyses the literature that was reviewed to prepare for this study. A 
substantial amount of research is available on the topic of women in militaries, particularly in 
combat arms and leadership roles, although the focus rarely targets the specific group of non-
commissioned women serving in male-dominated, non-combat trades. The researcher sought to 
develop an understanding of the experiences of Canadian female soldiers in these types of trades 
in particular, how their experiences affected their outlook toward their careers or the organization 
itself, and how their decisions affected their own lives and Canada’s military.  
Women’s Initial Integration Into the Canadian Armed Forces 
 Although it is easy to take for granted the fact that women today are serving in many 
militaries throughout the world, Canada’s process of having accepted women into its ranks 
resulted in occasional stumbles and triumphs, but important historical significance. In order to 
analyse and understand the present context of women within the Forces, it is necessary to review 
the development of the most noteworthy aspects of their initial integration into the organization 
to their present-day status.  
The Industrial Revolution 
The history of the struggle of female integration into the Canadian Armed Forces (CAF), 
also referred to as the Canadian Forces (CF) or the Forces, began during the Industrial 
Revolution when occupational specialization and subsequent opportunities for apprenticeships 
increased. Early societies’ existence prior to the industrial revolution did not focus on a gender 
diversified labour force. The Revolution boosted the world’s economic and technological 
advances, but it served as a further diversification between the genders. For example, Britain 
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developed guilds and craft unions and recruited only male apprentices, and the country banned 
all women from the economic gains of membership. This ban resulted in an historical and 
longstanding problem of women avoiding mathematical and science subjects.  
Traditional Roles During Conflicts 
Having recently separated from British colonial rule in 1867, Canada experienced its 
violent and five-month long Northwest Rebellion in Saskatchewan in 1885, and the 12 “Nursing 
Sisters” (Beharriell, 2013, para. 3; Kovitz, 2000, p. 4) became the first women to serve in 
Canada’s military at that time. Canadian women then served in the Boer War, and in the 
Canadian Army Medical Corps during World War II, although they were restricted to having to 
serve in traditional roles only, such as clerks and nurses (Wolansky, 1992). Women were 
considered to be subordinate to men, and they could command only other women within 
divisions that were under male authority (Kovitz, 2000).  
World War II 
During World War II, British service women were allowed to aim but not load or fire 
weapons, in order to maintain their non-combat status. During the war, men could be awarded 
medals for bravery, but the women serving and dying alongside them could not. Some women 
even disguised themselves as men in order to serve in combat, but were commonly referred to as 
“freaks” (DeGroot, 2001, p. 25). During the two world wars, women were employed and died in 
vast numbers in combat and fighter pilot roles, in such countries as Russia and Vietnam, 
particularly when a last-ditch effort was required to win the war. The women were often depicted 
in suggestive poses beside airplanes, and women’s victories were occasionally considered 
embarrassing or were quickly forgotten (DeGroot, 2001).  
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Expansion Followed by the Diminishment of Roles 
Historically, as a result of the requirement to increase the numbers of males available for 
combat, the CAF expanded women’s roles to include signalers, dispatch riders, motor 
mechanics, aircraft maintainers, anti-aircraft battery plotters, postal clerks, and parachute 
packers. Although women worldwide had served in a variety of positions, including command 
positions, following World War II the governments and militaries that were ironically managed 
by men then relegated women back into traditional female societal roles (Robinson, 2007). 
However, these women’s successes helped to propel the movement to eventually integrate 
women in all roles within the CAF (Beharriell, 2013; Kovitz, 2000; Muise, 2013; Taber, 2009).  
CAF’s Responses to the Expansion of Women’s Roles 
 Canadian women’s roles were generally widening because of military necessity, and 
federal requirements also served to gradually close the gap between the genders’ roles within the 
Forces. However, trial research in particular played a very influential role toward women 
eventually serving in all of the occupations within the CAF.  
Responses to the Federal Government 
Prior to the full integration of women into Canada’s military, as a result of the direction 
provided by the Royal Commission on the Status of Women, equality rights reflected within the 
Charter of Rights and Freedoms, and the Canadian Human Rights Tribunal, the CAF was 
required to recruit and integrate women in all of the occupations within its organization. 
Canada’s military responded by establishing a Standing Committee on National Defence and 
Veterans Affairs and a Minister’s Advisory Board on CF Gender Integration and Employment 
Equity. As well, it conducted research into the quality of life of its members (Davis, 2013; Taber, 
2009). 
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SWINTER and CREW Trials 
The CAF also responded to the direction noted above by conducting trial research, in 
order to determine the effects of the potential integration of women into a number of its 
occupations and their impact on operational effectiveness in and near combat roles, at sea and in 
isolated environments within Canada. Servicewomen in Non-Traditional Environments and 
Roles (SWINTER) trials were conducted during 1979-1985, followed by the Combat Related 
Employment of Women (CREW) trials in 1987 (Davis, 1997; Winslow & Dunn, 2002). Even 
though both of these trials were considered to be successful by the CAF at the time, this success 
has since been disputed. Canada’s military at the time was accused of stalling the full integration 
of women into its trades, and it was eventually forced to adhere to full integration, with the 
exception of employing women on submarines. 
In 1986, the Forces announced that women would be allowed to serve in mixed-gender 
occupations in seven previously all-male units, and both the airborne electronic sensor operator 
and preventative medicine technician trades would also be open to employment for women 
(Davis, 2004). In 1989, the Canadian Human Rights Tribunal directed the CAF to end its trials 
and its employment restrictions based on gender within a 10-year period, with the exception that 
women would not be allowed to serve on submarines – a ban that was lifted in 2000 (Dunbar, 
1992; Government of Canada, 2014).  
Varied Support for Service Families 
 The process of allowing women to serve in all of the CAF’s occupations was a long and 
tedious one that relied primarily on federal support and on studies to determine the effects of the 
female gender within combat arms environments. Simultaneously, female soldiers and family 
18 
 
 
members of soldiers also experienced initial resistance that eventually changed to support from 
the military community. 
The Organization of Spouses of Military Members (OSOMM) 
Canada’s military experienced further difficulties when social workers attended a 
conference in Trenton, Alberta. The social workers raised concerns regarding the problems of 
retaining soldiers in the military and the poor quality of recruits. They also focused on the 
negative influence of women on the military’s operational effectiveness and traditional family 
values, which were in turn considered to be affecting the retention and readiness of its soldiers. 
Augmenting this negative feedback, a situation that Canada’s military described as its “greatest 
nightmare” arose when a female-generated Organization of Spouses of Military Members 
(OSOMM) was created at Canadian Forces Base Penhold, in order to lobby for family benefits. 
Despite both the Base Commander’s and Minister of National Defence’s efforts to end the 
women’s activities by threatening to arrest and convict them if they continued to distribute a 
newsletter, the OSOMM became a nationally recognized institution that brought attention to 
what female military spouses considered to be discriminatory practices of the military (Harrison 
& Laliberté, 1997).  
The Establishment of Military Family Resource Centres (MFRCs) 
Paradoxically, the wives of the Canadian military members were fighting for benefits 
against the same organization that employed women in its ranks. The Canadian Military Family 
Resource Centres (MFRCs) that currently exist across Canada and are managed by the 
Department of National Defence (DND) and the CAF evolved from the OSOMM’s efforts. The 
purpose of these centres is to mitigate the problems of isolation and the lack of spousal 
employment and child care resources for all CAF serving members and their families – 
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regardless of their gender. Since there has been a consistent focus directed toward both the 
physical and psychological well-being of all soldiers, in order to optimize their abilities to 
function in garrison and the field, social support has been viewed as highly relevant to military 
members and their families (Government of Canada, 2015e). 
Views of Women in Militaries 
 The CAF has progressed so that it now supports family members of both serving genders. 
Women in the Forces are also recognized as not just an asset, but as a vital component to the 
survival of the organization.  
World Progress 
Canada has not only integrated women in all roles in its military, but it also provides 
family support for all of its members via MFRCs. Other countries vary regarding their practices, 
outlook and support of women in their militaries, depending on their cultural backgrounds, 
approaches to research, and which sections of their militaries that are being investigated 
(Gustavsen, 2013). A number of other militaries, similar to Canada’s, are also at the forefront of 
gender integration, or are making significant efforts to advance in the areas of gender diversity 
and acceptance when there is a need to recruit members, in order to maintain a strong military 
force to counteract increased worldwide violence and terrorism.  
Canada’s Military 
Lieutenant-General Mike Jefferey, the Canadian Commander of the Army in 2001, 
reported that integrating women and visible minorities was “vital to the well-being and survival 
of the institution” (“Military Women Vital,” 2001, para. 1) since the Forces required the largest 
talent pool to draw recruits. A serving female Sergeant in the CAF with 20-plus years of service, 
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Sergeant Jamie Shewaga, also indicated that employing women in the Forces reflects Canada’s 
demographic society and projects its values throughout the world (Anderson, 2012).  
The CAF Chief of Military Personnel (CMP) in 2001, Rear-Admiral Adam Smith, 
recorded that it was “critical” the Forces’ mission “take proactive measures to be inclusive for 
men and women of all cultures” (Berthiaume, 2014, para. 18). Additionally, in 2015 CMP 
Major-General David Millar reported, “Diversity is a source of strength and flexibility for the 
CAF . . . Indeed, we could not have achieved the success that we did in Afghanistan, Haiti and 
elsewhere without the contribution of our diverse members, including women,” and added that 
the CAF has been praised for achieving its current number and employment opportunities for 
women (Millar, 2015, para. 2).  
Women’s Controversial Service in Military Operations 
 Unlike the support demonstrated by the public toward women in general occupying 
garrison roles within militaries, the roles of women in military operations have caused 
controversy throughout the world. Although some countries, such as Canada, have opened all of 
their combat roles to women, other countries have closed only some of their combat roles and all 
of their special service operational roles. Because time has passed, military strategy, equipment, 
and requirements have altered over time, which has also affected the perceptions of how females 
can contribute to or detract from the effectiveness of combat operations.  
Perceived Advantages 
As Canadian and other militaries worldwide become more technically advanced in 
warfare, it is less likely that brutal strength will be required of both men and women, especially 
during peacekeeping missions when violence must be kept under control. Gender and diversity 
within a military can affect military operations. Lieutenant-Commander Karen Davis (2013) 
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referred to the aggressive “warrior strategy” (p. 41) that US male soldiers demonstrated during 
Somali operations during 1992-1993, whereas the servicewomen and black soldiers 
demonstrated a higher level of “cultural understanding” that heightened their ability to identify 
needy refugees (p. 42).  
Perceived Disadvantages 
Notwithstanding the advantages of women’s service overseas, Canadian journalist Kate 
Fillion (2007) reported that she did not support Canadian servicewomen participating in combat 
in Iraq, despite the common argument that brain is more important than brawn in a military 
context. She stated, “While it’s true that men are stronger than women . . . But strength still 
matters! . . . even on warships” (para. 4). However, she also noted that women are promoted at a 
disproportionately lower rate, which then reduces their credibility. In addition to reduced 
credibility, members’ self-value can also decrease – a phenomenon that has been observed in 
large organizations where women in particular become less committed or motivated if the job is 
associated with less control and opportunity for advancement (Kanter, 1977).  
Perceived Strengths and Weaknesses of Both Genders 
 Physical strength testing has changed over time within Canada’s Forces, although it still 
lingers as an issue for both genders and the military itself. However, physical differences visibly 
exist between men and women, and mental muscle is also believed to affect the manner in which 
both genders contribute to or detract from service.  
Physical and Mental Differences 
Servicewomen’s physical limitations were addressed by a study conducted by Defence 
Research and Development Canada (O’Neill, 2005), which elicited negativity from the 
Association for Women’s Equity in the CAF and the Polaris Institute. Strength testing continues 
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to be a controversial topic within the CAF, because its effectiveness of predicting success has 
been disputed. Military strength testing has been described as a poor predictor of success, 
because equipment design and physical training affect the results. Men are reported to possess a 
generally higher level of strength, but women are believed to be more capable of surviving 
extended periods of energy and sleep deprivation (Laurence & Rohall, 2009). A former CAF 
member and current Associate Professor at Brock University, Doctor Nancy Taber (2011), 
studied the negotiating practices of female soldiers, noting that they adapt to the military culture 
by adopting both masculine and feminine traits within the organization. She also referred to 
Cohn’s (2000) report that the physical training testing “functions as a socially and institutionally 
acceptable way of expressing a variety of negative feelings about women in the military” (as 
cited in Taber, 2011, p. 340).  
In addition to women’s controversial physical attributes, women’s physical conditioning 
is believed to be lessening the physical gap between males and females. Furthermore, physical 
barriers are considered to have been reduced by technologically advanced weaponry and 
improved levels of physical fitness. Women are believed to possess highly technical skills, but it 
is still commonly believed that they are genetically predisposed to be caregivers and, unlike men, 
they are therefore not classified as “warriors” (Degroot, 2001, p. 32). However, it may be these 
caregiving qualities that make women more effective than men in peacekeeping operations, and 
they may therefore be more sought for certain roles in the future (DeGroot, 2001). If 
peacekeeping roles are reduced and warfare is the primary role of soldiers, then it is possible that 
the elements of the Army, Navy, and Air Force within militaries throughout the world will vary 
in terms of the skills they require of women. 
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Attitudes Toward Women in Military Organizations  
 Countries’ values tend to be reflected in their militaries, and their dominant cultures 
affect how minority populations, including women, are perceived and treated. Sweden, the US, 
Norway, and Canada differ in the manner in which they manage the genders within their 
militaries. Their methods also differ regarding how they manage not only their recruitment 
processes, but also their strategies to retain soldiers and attract military applicants.  
Sweden’s Military 
Magnussen (1998) theorized that Sweden’s Army, Navy, and Air Force elements reflect 
masculinity differently, despite the pervasive hegemonic nature of its military (Kronsell, 2005). 
In 1980, when women were conscripted into Sweden’s military, its removal of pornographic 
pictures and offensive language were considered to be “shaping up” (Kronsell, 2005, p. 285) and 
thereby improving the reputation of their Armed Forces. Conscripts considered the removal of 
the pictures to be a positive action. Sweden’s servicewomen remain highly numerically 
underrepresented, but their presence is believed to highlight and challenge the gender and 
masculine norms (Kronsell, 2005).  
US’ and Norway’s Militaries 
Gustaven (2013) evaluated 34 US and Norwegian servicemen’s attitudes toward women 
in their militaries (17 Norwegian conscripts, and 17 US guardsmen in its National Guard). Since 
the groups were not comparable, variables were stabilized. Norway lifted all position restrictions 
to women in 1984, although it banned women from submarine service. Regardless of both 
countries’ efforts to increase women’s enrolment and retention, Norway was considered to be the 
least successful country to do so. However, unlike Norway’s focus to increase its force in 
numbers, the US instead examined its role restrictions to women. Within both militaries, women 
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in general were considered to be an asset because of their unique qualities (more effective 
thinking, multi-tasking, mental toughness, and social skills). The majority of the men also 
reported favoring mixed gender units based on a more cohesive and positive work environment. 
In 1972, the US planned to increase the number and roles of women in its military as an 
attempt to improve its image as an equal employer (Hoiberg, 1980). In 1993, the US Department 
of Defence opened combat aviation roles to women, repealed combat ship exclusion, and 
permitted women to apply for combat supply and service support positions. This flexible 
approach was believed to have been the result, in part, of the US service women’s excellent 
performance during the Persian Gulf War (Sadler, 1997).  
US’ Naval Servicewomen 
Servicewomen’s performance can increase their positive representation and support 
their progress of inclusion in the military. In order to identify acceptance, inclusion, and 
integration difficulties and subsequent coping skills that women may have experienced during 
their service, Taylor (1994) studied approximately 400 US naval servicewomen in 1994. The 
results indicated that many of the servicewomen’s human relations skills were not being 
reflected on their performance-appraisal forms. The forms instead referred to the importance 
only of their technical skills and did not address the ability the facility with which a female 
manager or supervisor could work within a diverse workforce. 
Canada’s Servicewomen 
Canada’s research regarding its SWINTER trials during 1979 and 1985 showed that 
factors other than servicewomen’s ability to perform and their actual performance influenced 
servicemen’s outlook toward women and the extent of female’s integration that would be 
achieved (Davis, 2004). Regardless of the level of recognition that has been awarded to 
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servicewomen (and subsequent promotions that result in a higher impact of decision making 
within the organization), in 2000 a prominent US Colonel noted that the US military needs to 
make its forces more appealing to women because, quite simply, it needs them because of a 
shortage of qualified males to fill the jobs (DeGroot, 2000).  
US’ Field of Public Relations and Federal Glass Ceiling 
The US’ field of Public Relations embraced hiring women because of their ability to 
communicate more effectively, their superior social and convincing skills, and their physical 
attractiveness. However, as recently as 2013, the US Federal Glass Ceiling Commission’s report 
reflected that women are “disproportionately failing to attain high-level positions” (Johns, 2013, 
para. 1) because of a number of factors such as recruitment and outreach barriers.  
By applying an interpersonal conflict theoretical framework, Jenaibi (2010) hypothesized 
that the struggle to claim scarce interpersonal resources, like status and power, explains some of 
the reasons why men do not object to women working for them, but do object when women are 
their superiors. Furthermore, Bravo (2007) reported that most women will never reach the glass 
ceiling because they are “trapped on the sticky floor or bouncing off maternal walls” (p. 69). A 
prominent reporter (Fillion, 2007) added that even in the absence of discrimination, and in 
relation to the glass ceiling effect, both genders in the military would interact and perform 
differently in the workplace.  
More recently, Eichler (2016) used the phrase “falling off a glass cliff” (para. 7) to 
describe a phenomenon “across countries, sectors, and industries” (para. 9) in which women 
succeed in high profile positions, but are faced with the dilemma of advancing and being 
recognized for their advancements, or failing and being recognized and highly publicized for 
their failures. 
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Enrolment Difficulties in Military and Paramilitary Organizations 
 Women face challenges within socially progressive militaries, but there is also a 
challenge to recruit and retain them within other traditionally hegemonic (such as the RCMP) or 
masculinized (such as the U.S. Customs and Border Protection) organizations. Organizations like 
these and the CAF continue to adjust their methods to draw larger numbers of women into their 
ranks, with varying levels of success.  
US’ Border Patrol 
The US’ border patrol (formerly referred to as the U.S. Customs and Border Protection), 
a paramilitary organization, directly addressed its potential gender inequality issues when it 
provided balanced advertising on its recruiting website to warn and reassure potential applicants 
that both genders would be treated equally during training and employment (Dickson, 2015; 
Rein, 2015). The US’ patrol recently implemented its first exclusive hiring of female border 
agents following an increased number of illegal Mexican immigrants who were entering the 
country. The border patrol was reportedly seeking women with “stereotypically female 
characteristics” (Dickson, 2015, para. 16) in order to manage the frequently traumatized female 
migrants, increase the likelihood of female migrants reporting sexual assaults, and to search, 
move, and attend to women and children. Ironically, the female applicants’ interests were 
focused primarily on the traditionally male-oriented interests of sports, health, fitness, and 
firearms. Although the number of US border agents has risen, only 5% of them were composed 
of female employees (Rein, 2015, para. 7).  
Royal Canadian Mounted Police (RCMP) 
Thirty-eight years following the RCMP’s initial acceptance of female recruits, the 
RCMP has also experienced difficulty recruiting and retaining females. MacCharles (2012) 
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found that only 27% were currently serving in the force (para. 7), and that female officers 
cited barriers such as mobility/transfers, work-life family issues, and a perceived lack of 
fairness and transparency in the promotion process as deterrents. These barriers were noted 
despite the gender-neutral recruitment and promotional policies that were advertised, but not 
followed. Quan (2014) reported that starting in 2015, the RCMP’s goal was to recruit the 
same number of women as men into its ranks; however, observers and former female 
Mounties were skeptical that it would attain this goal, despite the RCMP’s self-description as 
being a “leader in Employment Equity hiring” (para. 4). The RCMP reflects a dominant 
masculine police culture, involves highly intensive work, and offers an environment that can 
be unappealing to women (Quan, 2014). It could also be argued that a highly masculinized 
environment may not necessarily appeal to all male RCMP officers. 
Enrolment, Diversification, and Retention 
 The RCMP has recently attempted to directly address diversity, and the CAF has taken 
a different stance by addressing overall harassment and bullying within its ranks. These are 
two separately run federal organizations, but they have attempted to adapt to societal changes 
that have affected their abilities to recruit members.  
Royal Canadian Mounted Police (RCMP) 
Paramilitary organizations are experiencing difficulties with hiring women and 
managing diversity within their ranks. In order to expand beyond the inclusion of women, the 
RCMP has also taken the initiative to address diversity, such as the Lesbian, Gay, Bisexual, 
Transgendered and Questioning (LGBTQ) population, within both its organization and 
Canada’s general society. In response to the recent increasing number of suicide attempts by 
Canadian gay and lesbian youth (Bascaramurty, 2011), the RCMP provided a series of “It gets 
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better” online videos (“RCMP in Video Tell Gay Youth,” 2012, para. 1). The videos depict 
LGBTQ members serving in the RCMP who experienced homophobia when they were 
younger but who are now living self-accepting and fulfilling adult lives.  
Since gays and lesbians between the ages of 18-59 are estimated to comprise only 
1.7% of the Canadian population (Statistics Canada, 2015a, “Sexual Orientation,” para. 1), it 
is unlikely that the RCMP’s advertisements were driven by a need to recruit additional 
members who belong to the LGBTQ population. However, the videos’ message provides a 
view of a police force that is highly accepting of diversity within its ranks and within 
Canadian society as a whole, and does not condone bullying and harassment.  
Canada’s RCMP and Armed Forces 
Canadian police officers are recognized as being more valuable to society if they build 
a higher level of trust in communities by practicing open and courteous behaviours rather than 
relying on their authoritative skills (“Put Community Back in Policing,” 2015). Similarly, all 
members of the CAF are considered to be “recruiters” for its organization and are required to 
interact with all Canadians and appreciate Canada’s diverse society (Senior Staff Officer, 
2014, p. 21). The RCMP also declared, “Strong workplace harassment and respect-in-the-
workplace policies are certainly a point of pride for police forces looking to hire a more 
diverse corps,” but it raised concern regarding the requirement to keep members once they are 
hired (Pratka, 2008, para. 33).  
Attrition in Both the US Police and Military 
 Both the CAF and the RCMP have attempted to adapt to their changing roles and 
responsibilities surrounding diverse groups (including females). Both the US’ police force and 
military studied the comparison among female members with either their male or their civilian 
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counterparts, and provided insight regarding the reasons for females’ departure from these 
two organizations.  
US’ Police Force 
Women were found to have a higher rate of attrition than men in the dominant and 
masculine profession of the US police force. Both female and male US police officers’ 
interrelationships, workplace stress, and job satisfaction were analysed, and it was concluded 
that female officers face a higher level of discrimination, isolation, and sexual harassment 
within the workplace itself (Hassell, Archibold, & Stichman, 2011). The women experienced 
increased stress, decreased job satisfaction, and a higher rate of workplace attrition, 
particularly when they occupied a smaller representation in the workplace. The demographics 
and organizational variables (workplace climate, how the organization was perceived, types of 
assigned tasks, and skill utilization and stage of career) significantly affected turnover and 
their intention to quit the organization. Regardless of the findings, the researchers 
hypothesized that both genders may leave the police force for different reasons (Hassell, 
Archibold, & Stichman, 2011).  
US’ Military 
Reasons were also explored concerning the fact that many younger women in non-
traditional jobs (the US military and civilian firms) were prematurely leaving these organizations 
(Waite and Berryman, 1986). By controlling for variables for turnover differences in military 
versus civilian positions, they discovered that women’s lowest turnover was in the Army and 
medical specialty trades, with the highest attrition in the electrical and mechanical equipment 
repair trades. Waite and Berryman (1986) argued that women are primarily drawn to the wage 
incentives that traditional female occupations do not provide. They added that gender 
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segregation was strong for military and civilian sectors, and “extreme” (p. 584) for typically 
male occupations. Women were also discovered to have fewer performance-related skills and 
less information about non-traditional occupations, and they scored lower than males on tests of 
electrical and mechanical knowledge.  
Waite and Berryman (1986) also indicated that women were leaving non-traditional 
military jobs at a lower rate than their civilian counterparts because of the wages, selection, 
training, contracts, and available human resources. Canada’s research to date reflects similar 
results, although the US researchers did not include women who had changed their occupations 
within the military and focused only on those women who exited the organization. Women were 
leaving the military at a significantly lower rate during a one-year period if the ratio for an equal 
civilian counterpart occupation increased from 50% to 60% of females, and their bosses’ gender 
did not significantly influence turnover (Waite & Berryman, p. 588). 
Attrition in Non-traditional US Civilian Occupations  
 In addition to the above-mentioned studies, factors that explained why female US 
civilians who entered and re-entered male-oriented occupations were similar to Waite and 
Berryman’s (1986) reasoning for women’s early departure from the male-dominated occupations 
(financial reasons and being highly outnumbered by males within the workplace). 
Occupational Entrance and Exit 
Torre (2014) also reviewed women’s civilian job histories in the US during 1979-
2006. Torre found that a large number of women from traditionally female-oriented 
occupations were entering male-oriented occupations (defined as jobs with fewer than 33.3% 
of women) because of the greater incentives to leave traditional female work (p. 9). However, 
a disproportionate number, compared to males, were leaving male-oriented occupations 
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prematurely, and a large number of those who were re-entering them were exiting them 
prematurely as well. Torre hypothesized that women have a higher incentive to join the non-
traditionally female occupations for higher pay, although barriers such as homophobia, 
tokenism, and the low status associated with traditional female work accompanied women 
into the male-dominated jobs, which are referred to as the “scarring effect” (p. 23).  
The “Scarring Effect” 
Torre’s (2014) “scar effect” (p. 23) occurs when women are subjected to 
discrimination in male-dominated occupations because of their gender only, and their 
presence is viewed as “inappropriate or peculiar” (p. 24) by men, more commonly if the 
women did not begin their careers in these professions. Torre found that the higher the male-
to-female ratio, the less likely the women would remain in the occupations, and women who 
were employed in professional and managerial positions in male-dominated fields were even 
more likely to leave because of others competing for these positions. Women who were 
striving to create a career in a male-dominated field experienced tokenism and were required 
to follow conventional male career patterns, indicating that they faced barriers even after the 
hiring stage. Contrary to human capital theory, the females were not leaving to balance work 
and family needs, and the lack of information of the jobs did not account for their exits, 
although higher wages was one reason that they sought to enter the occupations.  
Tokenism in a Military Environment 
 Tokenism was hypothesized to be one of the reasons that women were prematurely 
exiting male-dominated occupations within the American civilian sector (Kanter, 1977). 
Studies have shown that tokenism affects men and women in different ways within the 
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workplace. An additional study of US military and Coast Guard members indicated that 
women are affected differently when males outnumber them in the workplace.  
Advantages for Token Males 
Expanding from the civilian workplace, military environments also linked to tokenism 
and its disadvantaged effects. Davis (1994) described a “male-dominated” (p. 1) field as one 
in which the environment or the occupation itself is made up of less than 30% of females, or 
more than 70% of males (p. 25). Kabat-Farr and Cortina (2014) noted that unlike women, 
men often benefit if they are underrepresented in gender at work, and men who are employed 
in traditional female jobs tend to advance more quickly than women. They hypothesized that 
the men are advantaged because women are considered to be submissive, dependent, kind, 
domestic, weak and emotional. In contrast, men are considered to be leaders who are 
dominant, resilient, analytical, stoic, and competitive. By associating stereotypical traits with 
each gender, Kabat-Farr and Cortina applied Sex Role Spillover Theory to explain gender-
based roles that are inappropriate or irrelevant within the workplace, such as women being 
viewed as potential sex partners versus colleagues. Similar to Kanter’s (1977) findings, they 
also noted that occupations themselves are associated with gender stereotypes.  
General and Sexual Harassment 
When Kabat-Farr and Cotrina (2014) applied a non-proportional stratified, single-
stage random study to US Army, Navy, Air Force, Marines, and Coast Guard members, they 
reported that underrepresentation of women in the work environment is associated with 
“pure” (p. 65) Gender Harassment (GH). GH is described as the rejection of women, both 
alienation and isolation, but with the exclusion of sexual harassment. They added that a 
significant relationship did not exist between women’s underrepresentation and Sexual 
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Harassment (SH) — associated more strongly with rejecting women and attempting to drive 
them out of the male-dominated workplace. Interestingly, Kabat-Farr and Cortina also 
discovered that within the US military sample of 53,170 members (p. 65), women were either 
the sole perpetrators or the co-perpetrators in a large proportion of harassing situations. 
Women’s Adaptive Behaviours During Military Training 
 Much research has centered on the effects on women who are employed in male-
dominated occupations, but Furia (2009) instead focused on examining the behaviours of US 
servicewomen towards each other and their male counterparts. She discovered that women 
employed a number of adaptive types of conduct within their military settings.  
Furia’s Undercover Study 
Furia’s (2009) results indicated that the Army in particular has still not determined 
how to successfully integrate women in its service. In a unique research study, she assumed 
an undercover role and posed in the roles of a potential Officer Cadet who did not reveal her 
real identity until the completion of the study, and as a member of an “educator’s tour” (p. 34) 
during a one-week observation period. The female soldiers whom she observed engaged in 
exaggerated feminine behaviours, even if they defied the norms (for example, one woman was 
ostracized because of her extensive dependency on her fellow soldiers).  
Furia (2009) also observed that the women attempted to surpass men’s performances 
by embracing the challenges and excelling at them or by attempting to be non-conspicuous. 
Women also often consciously acted with feminine mannerisms, resembling a sister or 
mother, in order to minimize the threat that they posed to men. In this manner, they 
minimized physical threats to themselves and were protected by the men. The females also 
strategically applied feminine behaviours, but they were often uncertain about which gender 
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standards to apply, which resulted in being either punished or ostracized if they demonstrated 
these types of behaviours in an overt manner.  
Furia (2009) also reported that the each of the women’s actions reflected on the 
women as a group by pressuring each other to conform, although she discovered that they did 
not always assist each other in meeting those standards. Kanter’s (1977) two-token situation 
accounted for women’s lack of assistance to each other, because Kanter referred to women as 
occasionally establishing alliances, but more often they were unable to form connections with 
one another because they were instead competing against each other. 
Some women, Furia (2009) discovered, distanced themselves and prevented each 
other from uniting against perceived injustices; others were disgusted by other women’s 
failures, but did not assist them to succeed. Others, she observed, feared being associated with 
other women, since bonds were perceived to threaten their own successes. Contrarily, men’s 
errors were often trivialized, but women’s were often magnified and demonstrated as 
feminine failure – although women’s extreme successes were overly highly acknowledged.  
Ironically, during her study, Furia (2009) herself was singled out and resented by other 
women for her exemplary note taking. She then switched to a motherly role but noticed 
afterwards that this was her own method of coping within the environment. The roles of 
daughter, wife, and mother, she remarked, “sometimes contradict their position as soldier” (p. 
220). She added that none of the women adhered to any one particular masculine or feminine 
strategy in order to navigate their positions with both genders. 
Women’s Challenges of Forming Long-Term Friendships 
 Furia (2009) observed that female servicewomen interacted with fellow course mates 
in peculiar ways, and others have observed that women also undergo challenges of fitting in 
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that are exclusive to being female within male-dominated militaries. These challenges can 
take the form of developing friendships within the organization itself and balancing these 
friendships with both male and female comrades.  
Limitations of Military Friendships 
Very little literature is available that delves into women’s competitive nature within a 
military setting. Limited research has emphasized the importance of military friendships, 
although the practical and psychological difficulties of maintaining friendships because of 
frequent postings has been discussed. “Career friendships” (Ranvig, 2014, p. 17) are referred 
to as necessary for career advancement, and others have indicated that these types of 
friendships are associated with limited lifelong value (Archer, 2012; Minsberg, 2015). Kanter 
(1977) noted that the promise of status, power, and peer alliances can result in 
competitiveness. However, these alliances can also centre on political adaptation (as opposed 
to job and leadership competency) and extensive work focus, to the detriment of other factors. 
Women who are in token situations and attempt to be “one of the boys” (p. 288) often find 
themselves in a situation of peer exclusion and exempt from the informal training and 
valuable information that peers can provide. Unfortunately, these women find themselves 
turning against their own group of women, in order to gain acceptance with their male peers 
(Kanter, 1977).  
Sweden’s servicewomen were also identified as taking great strides to make 
themselves fit into their male-dominated environment, for example, by denying commonality 
with other women. All militaries have been described as being reflective of hegemonic 
masculinity, but Kronsell (2005) noted that Sweden’s military showed a large variation in the 
norms of masculinity among its Army, Navy, and Air Force elements. Despite women’s 
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conscription into Sweden’s military, their presence in fewer numbers results in a high level of 
visibility, and they apply, challenge, or ignore the norms, depending on the situation. 
Stress Differences Between the Genders 
 Extensive research has been conducted to determine the effects of stress on military 
members in particular. Just being female, often being primary caregivers, and balancing work 
and family demands combined with deployments create additional stress that can affect not 
only the ability to cope, but also career retention. Within the civilian sector, differing opinions 
exist regarding how both women and men are currently considered when taking time off of 
work to care for their families.  
Stress of Serving 
Bray, Camlin, Dunteman, Fairbank, & Wheeless (2001) studied the differences 
between the effects of stress on job functioning of 16,193 American military men and women 
serving in all three elements (p. 400). They concluded that moderate levels of stress 
contributed to most effective work functioning, and low or high levels of stress resulted in 
reduced work efficiency. They also discovered a relationship between work and health-related 
stress, including depression. Just over one third (39%) of both genders reported work-related 
stress, but only 22% reported family-related stress (p. 405). One third (33%) of women 
reported a great deal of stress from serving as a woman in the military, and they reported a 
higher level of family-related stress than men (p. 405). Military men, however, appeared to be 
less capable of managing family-related stressors in order to avoid their interference with their 
work. It was hypothesized that women tend to balance the dual roles of primary caregivers 
and employees in the labour force, and this balance often accounts for the differences in 
coping (Bray et al.). 
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Servicewomen Reduce Stress 
Vermeulen and Mustard (2000) noted that despite a resiliency component, women overall 
were more prone to report negative psychosocial problems at work. Low social support at work 
was consistently associated with “high strain” (low level of control over work accompanied by 
high psychological demands) and active types of jobs within Canada (p. 436). The CAF is also 
associated with these types of stressors. Notwithstanding this research, DeGroot (2001) argued 
that women are advantageous in a military environment. Male soldiers, he noted, are less likely 
to assert their dominance if female soldiers, particularly from their own culture, are present, and 
women appear to calm stressful situations. A gender balance was believed to align social 
conventions more closely with civilian society if women are present, enhancing the success of 
the group (DeGroot).  
Military and Family Demands 
Hopkins-Chadwick & Ryan-Wenger (2009) discovered that 31% of military serving 
women felt stressed by being female in a primarily male environment (p. 410). They were also 
stressed from having less personal control over their lives, working lengthy overtime hours, and 
experiencing frequent deployments. A higher percentage of enlisted women than their male 
counterparts were also caring for their elderly family members and running households. Because 
of these higher stress levels, female soldiers experienced poorer health status and negative 
impact on job performance, in garrison and on missions. Stress was determined most 
significantly to affect married servicewomen with an absent spouse, younger enlisted females, 
and women who had the least level of education. Balancing both military and family demands 
resulted in high levels of unhealthy conflict, and more females left the military than males, 
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particularly those who were at the junior level of enlisted and officer ranks (Hopkins-Chadwick 
& Ryan-Wenger).  
Deployments 
Gouliquer’s (2011) results revealed that the CAF’s servicewomen generally identified 
themselves as the primary caregivers of their children and that they “willingly and 
unquestioningly” accepted this responsibility (p. 206). However, deployments in particular were 
believed to augment the difficulties that women face in the military because they are required to 
leave their children behind. Although the females adhered to the perceived priority of mission 
before self (and therefore family), it created a further dilemma of competing priorities that the 
women were required to balance.  
Family Commitments 
Eichler (2015) noted that a double standard was reported to exist in the civilian sector, 
since men, particularly those who are highly successful and well known, are viewed as heroes for 
publicly announcing their exit from the workplace in order to spend more time with their 
families. However, women who make similar announcements in order to spend time caring for 
their children or aging parents, or just to gain more time to themselves, are often viewed as 
failures and as not being capable of successfully managing their careers or balancing their lives. 
Conversely, columnist Anne Kingston (2014) posted that a current trend exists that celebrates 
stay-at-home mothers and “opting out” of the workplace. She quoted Katy Ma, an 18-year old 
freshman at Wellesley University in Massachusetts, as having described culture as “extremely 
misogynist and exploitative . . . Society teaches girls from a young age that in order to be valued, 
they need to be desired by men” (para. 27).  
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One of Canada’s leading columnists, Margaret Wente (2017a), argued that although 
“men still call (most of) the shots, make most of the money and still dominate the corridors of 
power” (para. 2), women have a number of privileges that men do not. She provided the 
examples of women not being chastised for not wanting to scurry up the success ladder (as men 
are expected to), and women not being considered to exploit men if they marry for money, 
whereas men are.  
Servicewomen, Harassment, and Tokenism 
 American female soldiers and the effects of stress have been studied extensively. A 
Canadian study indicated that there are a number of factors within CAF servicewomen’s lives 
that affect them in particular. Some of these effects are tokenism and just being a female serving 
within the military. Job demands and social support were also found to affect their ability to 
cope.  
Navigating Gender 
 Women in the military are believed to experience more general harassment inside and 
outside the organization, according to the results obtained from a study conducted with both 
Canadian Regular and Primary Reserve Force personnel (Mota et al., 2012). They are also 
reported to be more likely than male soldiers to be exposed to sexual trauma, stalking, and 
intimate partner violence, resulting in negative mental health outcomes including suicide, 
ideation, depression, and Post-Traumatic Stress Disorder. 
 Mota et al. (2012) applied a standardized assessment of mental disorders and a validated 
measure of work stress in order to examine gender differences in exposure to 28 lifetime 
traumatic events (p. 159). The Regular Force women reported higher levels than men on two of 
six aspects of work stress (job demand and social support from colleagues and supervisors), 
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although the gender ratio of males to females in the CAF in 2012 was 85:15 (p. 165). Similar to 
the study of American servicewomen (Bray et al., 2001), a high proportion of women in Mota et 
al.’s (2012) study reported experiencing stress because of navigating their gender within the 
military context. More females than males reported higher levels of job-related stress and lower 
social support at work, and lower levels of stress related to physical exertion.  
Mota et al. (2012) suggested that servicewomen are treated as token females, or “others” 
who are assigned stereotypical traits that could cause work stress and influence female soldiers’ 
well-being (p. 165). They referred to Kanter’s (1977) token ratio of women represented as less 
than 15% of a given population and added, “Women may enter military service with an increased 
vulnerability for developing mental illness” (p. 165).  
Occupational Role Stress 
 Other factors have been discovered to contribute to women’s difficulty serving within the 
Forces, such as having the additional role of primary caregiver, and an inability to integrate fully 
in the masculinized culture of the military. Both men’s and women’s organizational well-being 
was also examined within the CAF and was believed to be highly affected by operational role 
stress. Some recommendations have been made to reduce the amount of stress for both serving 
genders within Canada’s military.  
Women as Primary Caregivers 
Despite the expansion over time of men’s household and family roles, female members 
are still considered to be disproportionally the primary caregivers for their children and family 
members (Davis, 2009). Unlike their male peers, female service members with children are 
primarily considered to be caregivers first and soldiers second, contrary to perceived military 
service requirements (Gouliquer, 2011). These contradicting priorities further disadvantage 
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women because they generally result in slower career advancement, since the primary caregivers 
travel less often. Less travel results in less experience and subsequently a slower promotion rate. 
Effects on Organizations 
Little testing has been done on the specific social mechanisms that explain why women 
are exiting male-dominated occupations (Torre, 2014). Nevertheless, Dobreva-Martinova, 
Matheson, Strickland, & Villeneuve (2002) studied work roles, stress, and ultimate commitment 
to the CAF when they administered a voluntary survey to 2,000 of its Regular serving members. 
Their application of social role theory included both genders in a random stratified sample. They 
hypothesized that roles and their associated tasks produce occupational stress in the forms of role 
ambiguity (unclear information regarding what is expected of the member), conflict (information 
of what is expected of the member is incongruent), overload (number and intensity of role 
requirements), and responsibility for others (the performance and well-being of subordinates, 
colleagues, or the public).  
Dobreva-Martinova et al. (2002) concluded that occupational role stress affects 
organizational well-being to a much greater extent than individual well-being, and that role 
conflict in particular not only affects stress, but also affects members’ values, loyalties, and pride 
in the organization. Avoidance coping skills and the perceived lack of organizational support 
were associated with higher levels of stress, and stronger leadership and perceived support by the 
organization were associated with a higher level of job satisfaction and strong affective 
commitment to the Forces.  
Davis (1997) also indicated that operational cohesiveness implies closeness and 
similarity, both of which are lacking when males and females do not integrate well in the Forces. 
In the mid-1990s, Davis (1997) applied a qualitative approach and interviewed 23 women with 
42 
 
 
10-19 years of service, in order to determine the reasons for their exit from the Forces. She 
discovered that despite the Forces’ progress in producing evolving policies and procedures, the 
women could not fully integrate in the military’s male-dominated culture. The lack of integration 
of women and homosexuals (the ban on transgendered members serving in the CAF was not 
lifted until 1992) stemmed from their differences from the masculine culture having affected the 
status and employment that the women were able to achieve. This integration difficulty 
ultimately affected their morale, levels of stress, productivity, and quality of life.  
Davis (1997) also reported that 9 of the women released because of family obligations, 
and 7 identified disciplinary or harassing situations and lack of organizational support – all of 
which ultimately affected their decision to leave the military (p. 186).  
Stress Reduction for CAF Members 
Dobreva-Martinova et al.’s (2002) research report concluded with recommendations that 
the CAF (and its individual supervisors) should demonstrate “care and respect for its members 
and recognize their contributions” (p. 119), thereby enhancing the members’ emotional 
attachment to the military and job satisfaction and reducing their level of strain. Furthermore, 
they recommended reducing role conflict and providing sufficient challenges to members that 
may lead to further satisfaction and desire to remain in the CAF.  
Diversity and Military Operational Effectiveness 
 The historical aspects of personnel diversification in both the Canadian and the US 
militaries have been examined, particularly regarding the effects on operational effectiveness and 
these populations, and associated policy development within these militaries.  
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Gay and Lesbian Military Members 
Women were not allowed to serve in all occupations within Canada’s military until 1989, 
and submarine service was open to them in 2000 (Ormsby, 2014, para. 6). The organization 
further diversified its population and placed itself in the forefront of North Atlantic Treaty 
Organization (NATO) countries. In 1992, because of the establishment of the Canadian Human 
Rights Act and the Canadian Charter of Rights and Freedoms, the CAF openly accepted gays and 
lesbians into its ranks (Belkin & McNichol, 2000; Okros & Scott, 2015). The CAF also lifted its 
ban on transgender individuals serving within the organization, and Okros & Scott (2015) and 
Belkin & McNichol (2000) noted that gays, lesbians, and transgendered members did not 
negatively affect operational effectiveness, particularly with respect to cohesion, trust, and 
morale. Weinstein (1997) noted, however, that gay servicewomen in particular experience a 
“double jeopardy” (p. xvi-xvii) because of both their gender and sexual orientation. They also 
described homosexuals’ service as severely problematic, notably for gay men, within both the 
Canadian and US militaries, since they do not fit the idealized gender norms that are securely 
established in these militaries.  
Homosexuals have been allowed to serve for many years in the CAF, but during 2016, 
Prime Minister Justin Trudeau decided to apologize publicly to thousands of former members of 
the CAF who had been ousted from the organization during the period from World War II to the 
1980s because of their homosexual orientation (Ibbitson, 2016). Considered to be a primarily 
symbolic and not a compensatory gesture, the apology reflected the shift toward Canada’s and 
the CAF’s positive outlook toward the LGBTQ population serving within its ranks. 
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Transgender Members 
 More recently, an increasing number of both genders are undergoing a transgender 
process during service in the CAF and are being supported medically and professionally 
throughout their stages of psychological and physical changes. The CAF responded by 
publishing a Military Personnel Instruction 01/11, Management of CF Transsexual Members 
(National Defence, 2010), which guides the behaviours of CAF members for transgender-in-
process and transgendered individuals, with the goal of eliminating harassment toward this group 
of members. Recent research conducted on the adaptation of transgendered members serving in 
the CAF indicated that transgender members are undergoing a number of parallel difficulties that 
women, followed by homosexuals, experienced when they were initially permitted to serve in the 
Forces (Okros & Scott, 2015).  
Although it has been suggested that there may be more transgender members who are 
serving in the US military than there are in its general population (Yerke, 2013), the US, unlike 
Canada, does not currently allow its military members to serve during a transgender process. 
Since 2010 or 2011 (conflicting information exists regarding the year), the US Department of 
Defence abolished its “Don’t ask, don’t tell” policy directed toward its homosexual members and 
allowed them to serve as openly gay and lesbian members (Estrada, Dirosa, & Decostanza, 2013; 
Rosenburg, 2015). The US military was in the process of potentially lifting the ban of 
transgendered individuals being able to serve. Although the US military has progressed in its 
employment equity policies and practices, it has also continued to experience gender integration 
difficulties (Estrada et al, 2013; Rosenberg, 2015).  
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Harassment, Assault, and Bullying in the US Military 
 Diversity issues continue to plague both the Canadian and US militaries, but the US 
military has experienced two particularly noteworthy scandalous events. These events have not 
only affected the reputation of its military but have had long-term effects on the victims.  
The Tailhook Scandal 
The US military has experienced a number of well-known cases sexual harassment and 
assault directed at heterosexual and homosexual members, most notably the famous Tailhook 
scandal in 1991, when American soldiers sexually harassed women and men at a military 
symposium (Salholz & Waller, 1992). A US naval study of 400 civilians in non-traditional work 
roles (Taylor, 1994) recommended intervention strategies to the US Navy, in order to improve 
the integration and full usage of women in these positions. Some of their recommendations were 
to implement additional diversity and multicultural training, and a strong mentorship program. 
Another recommendation was to add conflict resolution to performance appraisals, in order to 
reflect accountability and a record of the incidents. They also recommended that the Navy should 
provide confirmation that its victims would not face retribution after reporting harassment. They 
reasoned that the perception of being vulnerable and at risk for retaliation often deters members 
from submitting reports, and instead they suffer in silence and which negatively affects their 
mental health.  
Repercussions of Reporting 
Eleven years following the US Tailhook scandal in 1991, the victims of both genders 
reported that there was shame and humiliation associated with reporting harassment and assault. 
They added that it opened their lives to full examination, and blame was targeted toward the 
assault victims, resulting in negative career repercussions and ultimately a desire to leave the 
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service (Becker, 2000). An opposite impression was provided to the public when, in 2003, 
Private Jessica Lynch was widely publicized as a feminine and helpless rescued US prisoner of 
war when an American elite force saved her from Iraqi torture and abuse (Peterson, 2010). On 
the other hand, female soldiers have not been exempt from demonstrating sexually deviant 
behaviours. Hersch (2004) reported that the Abu Gharaib prison story from 2003 altered the 
public’s perception of women as feminine and fragile. Photos were publicly shown of six US 
soldiers, three of whom were female, physically and pornographically torturing Arab male 
prisoners in a US military prison. The sole female commander in the Iraq area, General Janis 
Karpinski, was in command of the Iraq correction facilities, and was later disciplined and 
suspended of her duties. 
Abuse and Discrimination in the CAF 
 The US has not been isolated in its struggle to maintain discipline within its ranks. The 
CAF also discovered that prior to the initiation of Operation HONOUR, its members reported 
abuse and discrimination within the organization. A subsequent independent report revealed 
specific problems of sexual misconduct among its soldiers, prompting quick action on the part of 
the CAF to attempt to educate its members on appropriate conduct in order to improve the 
organization for its current and future-serving members.  
Negative Effects 
A Canadian Forces Workplace Harassment Survey administered in 2012 to 2,245 CAF 
members the majority of which were men serving in the Army, found that out of personal and 
sexual abuse, and abuse of authority and hazing, the majority of harassment stemmed from 
higher-ranking officers (Auld, 2013). The survey also revealed that the majority of complaints 
were not forwarded for fear of repercussions (unpleasant work environment, blame, and 
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labelling), and sexually harassed members often avoided the perpetrator or ignored the 
behaviour. The results indicated that the majority of complainants did not seek to leave the 
Forces, although approximately 70% reported feeling upset, less motivated at work, and negative 
about the Forces (Auld, 2013, para. 16). 
Sexualized Culture and Misconduct 
In 2015, an independent external review was conducted by an External Review Authority 
(ERA), Marie Deschamps, in order to analyse the complaints of gender harassment in the CAF 
(Leblanc, 2015). The final report revealed that widespread gender discrimination and harassment 
remain throughout the Forces. The report quoted one member as saying, “There is not a female 
who has not had a problem since joining the Forces,” and it indicated that LGTBQ members in 
particular are frequent targets of bullying in Canada’s military (para. 14). The report indicated 
that women in general were routinely exposed to hostility, recruits were hesitant to report 
superiors’ behaviours for fear of backlash, and a large percentage of sexual assault and 
harassment cases were left unreported based on fear of career or confidentiality repercussions. 
Describing the CAF as a “sexualized culture,” the lack of camaraderie and trust were considered 
as contrary and corrosive to the essence of the military (Leblanc, 2015, para. 20).  
As a result of the study, military members throughout Canada’s 33 bases were ordered to 
attend town hall meetings during 2015 (Whitecross, 2015). As a member of the Strategic 
Response Team - Sexual Misconduct (CSRT-SM), Lieutenant-General (LGen) Christine 
Whitecross briefed the members and responded to questions regarding the military’s response to 
the study’s results. She reported that a sexualized culture exists within Canada’s military, any 
form of harassment or discrimination would not be tolerated, and this culture ultimately affects 
close-knit units that are required to perform at ideal operational capability.  
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Dispelling the notion that females were the sole victims, LGen Whitecross also provided 
a number of examples of both genders having reported abuse in various forms, although she 
added that women tended to be the majority of victims who submitted reports of abuse. Noting 
that any harassing incident was considered unacceptable, she emphasized that the primary goal 
of the CAF is to meet its operational effectiveness. She also indicated that the CAF is 
researching the manner in which other countries manage harassment and assault within their 
militaries (Whitecross, 2015).  
Following LGen Whitecross’ town hall seminars across Canada, an interim sexual 
misconduct response centre was established on 15 September 2015. Its purpose was to provide 
Canada’s military members quick services in response to the sexual misconduct issues that 
affected both men and women in the Forces and enable them to function at peak capacity as 
soldiers (Government of Canada, 2015d). The complaints of harassment in Canada’s military 
prompted a female Nova Scotia Firefighter, Liane Tessier, to cite these complaints and 
subsequent actions by the military as a catalyst for progress regarding Canada’s civilian 
workplace equity, and she added that there was an “amazing” culture transformation during 2005 
to 2017 (as cited in Dingwell, 2018, p. 4).  
Support to Women Varies by Military Element 
 The CAF is composed of land (Army), sea (Navy), and air (Air Force) elements. 
Research has indicated that women and each of the elements respond to each other in different 
manners with differing outcomes. The elements described include the Army versus Air Force, 
the Army itself, then the Navy.  
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Army versus Air Force  
Regardless of the gender that experiences harassment or assault, the more masculine the 
setting (Canada’s Army was ranked as the most masculine element, followed by the Navy, then 
the Air Force), the greater the confusion women experience in identifying appropriate behaviours 
for themselves (Ranvig, 2014; Winslow & Dunn, 2002). In the late 1970s, the opinion polls 
conducted by Gallup Canada revealed that support for women in aircrew was the highest, and 
support for women in land combat units was the weakest (Davis, 2009, p. 75).  
Navy 
According to a Gap Analysis of Employment Equity and Diversity Research in the CF 
(2009), women in the CAF’s “hard sea” occupations (weapons technicians and marine engineers) 
were exiting the military at a much higher rate than their male counterparts, despite the fact that 
more women were joining the Navy. The reasons for the women’s exit were “major gender 
barriers” (Coulthard & Tanner, Chief of Military Personnel, 2009, p. 37). Commander Lynn 
Bradley, a Personnel Selection Officer, CAF gender integration specialist, and the current 
Executive Assistant to the CMP, declared that the integration and social acceptance of women 
would take time. The Canadian Alliance’s defence critic described the Navy as a “rough 
environment” with “rugged people,” but noted that the CAF was experiencing difficulty 
retaining both genders because their skills are in high demand in the private sector (Brewster, 
2000).  
Army  
A CAF study conducted in 2005 similarly demonstrated that Canada’s Army has 
remained hostile, due to the “persistence of intolerance among male soldiers toward women and 
homosexuals” (Chapstick, Farley, Wild & Parks, as cited in Gouliquer, 2011, p. 3). Ranvig 
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(2014) also referred to Canada’s Air Force’s historical acceptance of women compared to both 
its Army and Navy elements, and that each element varies in its degree of inclusion of its 
servicewomen. Others have described Canada’s military as a “conflict zone for women” (Kovitz, 
2000, p. 2), since it has not changed regarding its need for operational effectiveness and it is still 
a reality that serving members’ families can disrupt this effectiveness and the goals and methods 
of the Forces.  
Austria’s Masculinized Military 
 Austria also compared its military elements regarding the levels of support to women. 
Comparing its own military and its perceptions of the culture of NATO militaries aid in 
exploring the reasons (primarily through a frustration-aggression hypothesis) that women have 
left Austria’s military. Austria attempted to counteracts its problems of harassment and bullying, 
mainly in order to recruit and retain women in its force. 
Bullying and Release 
Unlike Canadian and American militaries, Austria’s military requires male conscription, 
but its female applicants voluntarily apply to serve. According to Austrian researchers, Koeszegi, 
Zedlacher, and Hudribusch (2014), the gendered division of labour itself exists across western 
militaries, and military cultures are susceptible to bullying. This susceptibility stems from the 
potential abuse of authority by supervisors and strong values associated with group 
cohesion/peer loyalty in a separate hegemonic culture that overrides institutionalized norms. 
NATO servicewomen are prone to the militaries’ support of low-level aggression and 
denigration of members who do not conform to gendered military norms, particularly since they 
are employed primarily in lower valued administrative roles (Koeszegi et al.).  
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Keoszegi et al. (2014) also noted that Austria’s female soldiers were dropping out of the 
organization at a rate of 58% or more because of severe problems of continual low-level 
aggression and bullying against females and a lesser number of males (p. 227). These problems 
were attributed to tokenism that lowers their social status and results in isolation and pressure to 
conform. The researchers’ surveys revealed that the soldiers associated both violence and 
warfare with males and weakness and peace with females. Women applied coping behaviours 
like distancing themselves from feminine characteristics, downgrading discrimination, and 
allowing or participating in bullying. Their coping skills were attributed to the “scapegoat 
phenomena” (Koeszegi et al., p. 234), whereas males and females in weaker positions (lower 
rank or status, holding a less prestigious position, or being an out-group member) are 
systematically bullied. Bullying reflected more predatory behaviours rather than individual 
retaliation or disputing behaviours, and persistent aggression was directed against women. By 
applying frustration-aggression hypothesis, Koeszegi et al. suggested that frustration and fear 
lead to tension that is then relieved by bullying others.  
Austria’s Support by Element 
Austria’s survey results also reflected the tendency of women’s inclusion in its military to 
be perceived in general as a loss of masculine prestige. Additionally, non-exceptional 
performance of women was viewed by other females as threatening the status of women. 
Servicewomen were also found to perform significantly (30%) more aggressive acts against 
other women, as opposed to men (10%) (Koeszegi et al., 2014, p. 239). Support units were found 
to be the most supportive of women, combat arms units were much less supportive, and training 
units applied the highest levels of workplace aggression against women. Overall, the survey 
revealed that half of the soldiers reported witnessing aggression against women, and every tenth 
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soldier self-reported to having committed an aggressive act against a woman – reflecting “severe 
organizational misconduct” (Koeszegi et al., 2014, p. 126). Only in the support units did the 
majority of survey respondents regard women as capable as men of meeting the required 
standards. 
Similarly, Australia’s former Sex Discrimination Commissioner Elizabeth Broderick 
reported that Australia’s military is a highly masculine organization that has “long tolerated 
abominable sexual misconduct in its ranks” (“Breaking Down a Highly Defensible Culture,” 
2013, para. 1). Based on 130 focus groups on 33 bases in Australia, Tarin Kowt and Kabul in 
Afghanistan, and a base in the Unit Arab Emirates and in East Timor, stories were reported of 
Australia’s female service members being excluded and misinformed by fellow male soldiers, 
and harassed, bullied, and victimized (Snow, 2012). Broderick added that female soldiers 
gravitate to traditional administrative, clerical, health, logistics, communications, and 
intelligence roles, all of which are often areas in which members are not selected for senior 
leadership and operational positions (as cited in Snow, 2012).  
Promoting Women to Meet Recruiting Goals 
Broderick also noted that a common perception still exists that women are to be 
“managed and accommodated” (as cited in Snow, 2012, para. 8), instead of recognized as 
significant contributors to its military. Australia’s goal was to integrate women in promotion 
areas such as staff colleges, because Australia’s Defence Force was not meeting its recruiting 
goals and half of recruits in all elements were leaving a few years after joining the military 
(Snow, 2012). 
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Switzerland’s and Norway’s Servicewomen 
  A comparison is also made of Switzerland’s and Norway’s recruiting practices and 
philosophies toward women serving in their militaries, with consideration of potential future 
conscription for females in Switzerland and current conscription for females in Norway.  
Progress Concerning Gender Equality 
Since 2004, Switzerland’s reforms have given women equal rights to men and they can 
join any military unit if they pass the required entry tests. Switzerland’s Chief of the Women in 
Armed Forces reported, “The rules of natural selection” apply, and “Women are often not strong 
or fast enough” (Hunt, 2005, para. 10), but she added that great progress toward gender equality 
was occurring. Since 2005, 1,400 females were voluntarily actively serving, and 120,000 male 
soldiers were conscripted into its military (Hunt, 20015, paras. 31, 32). Very few women 
qualified to serve in combat units, and most of them gravitated to serve in logistical units. The 
female recruits observed that their lack of strength occasionally presented difficulty, and no other 
visible differences were noticeable, but some trainees did not respect female soldiers, who 
continued to face prejudice from male soldiers. Having an adequate number of male conscripted 
recruits, Switzerland did not anticipate that females would be conscripted in its ranks in the 
future (Hunt, 2005). Since 2015, the Swiss have indicated that they were considering 
conscripting women out of necessity of numbers, but had not yet done so because of public 
opinion and practical difficulties (DeVore, 2015).  
Norway’s Conscription of Women  
In 2015, Norway was reported to become the first North Atlantic Treaty Organization 
(NATO) country to impose conscription on its female citizens. Its goals were to double its 
military in size and create a rapid reaction force with trained specialists, particularly women. 
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Women’s specialized skillsets in computer technology, advanced weapons systems, and 
intelligence were considered an asset to their military. Norway stressed that its leaders must 
commit to eliminating harassment and bullying, and helping both genders to thrive in its military 
(Campbell & Smith, 2014). 
Women’s Limited Membership and Roles in the CAF 
Canadian citizens have voluntarily enrolled as military members, and therefore the CAF 
can be considered to be somewhat representative of its civilian population. However, it is still 
described as a conservative organization that is resistant to social change and slow to integrate 
women in its organization, and has a significantly lower population of females than males 
(Winslow & Dunn, 2002). Women’s representation “remains quite low” in leadership and 
operational leadership roles, Davis (2009, p. 83). Of the approximately 90,000 members who 
served in the CAF in 2015, approximately 10,000 (9%) were females (Government of Canada, 
2015b, para. 1). Former CAF CM, Major-General David Millar (2015) recently declared that 
there was no directive to reduce female recruits, although strides were being taken to increase 
female enrolment, including “focused advertising, accelerated processing of applications, senior 
leader diversity champions, and research to inform our (CAF) policies and practices” (para. 3).  
A recent review of the CMP’s website,2 specifically the Occupations Detail Page and the 
number and members in particular who are serving in all of the occupations in the CAF, 
indicated that women overall are underrepresented in non-traditional (male-dominated) 
occupations (National Defence and the Canadian Armed Forces, 2015a, para.1).  
 
 
                                                          
2 This website is accessible only to members employed within both the Department of National Defence and the 
Canadian Armed Forces.  
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The CAF’s Recent Recruiting Strategies 
 The CAF has historically experienced difficulty recruiting women into its ranks, and 
recently responded to media inquiries in reaction to the independent external review’s findings 
that the CAF was experiencing a myriad of general and sexual harassment issues. In response, 
the Forces declared its plan regarding recruiting and retaining women within the organization. Its 
recent changes to recruitment methods will potentially affect its ability to recruit potential 
members. The CAF also amended its method of advertising and drawing interest from women 
via its recruiting webpage. 
Action Plan on Retention and Harassment 
The CAF’s recruiting efforts were directed to the initial recruitment of women, although 
retaining the females that it recruits may prove to be more challenging. The recent Forces’ 
external review on sexual harassment prompted the Forces to develop an action plan to increase 
the trust and cohesion among its members, in order to render them optimally operationally 
capable. The plan was also to retain its much-needed members when it is a requirement, because 
it is costly to train them and see them leave prematurely (“Action Plan to Address,” 2015).  
Online Recruiting and Reduction of Recruiting Centres 
The CAF’s recruiting centres and detachments have been reduced in number across the 
country (“Closer of Military Recruitment Centres a Mistake,” 2015). The Canadian Forces 
Recruiting Group (CFRG) recognized that this reduction created a visibility problem, and the 
CFRG “experienced a considerable reduction in its personnel and resource base” (Senior Staff 
Officer Policy and Doctrine, Canadian Forces Recruiting Group, 2014, p. 17). The CAF’s 
recruiting current recruiting website includes videos and information outlining what is required 
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to be trained and employed in basic training and within each of the occupations, and 
compensation and benefits available to serving members (Government of Canada, 2015f).  
The CAF also applied public affairs, marketing, and advertising campaigns (Senior Staff 
Officer Policy and Doctrine, Canadian Forces Recruiting Group, 2014). Its recruiting methods 
also technologically advanced to an electronic application process, and reduced the requirement 
for costly one-on-one recruiting counselling and processing. However, the reduced visibility of 
recruiting centres, particularly in remote locations where that is often the only or most visible 
reminder of Canada’s military, will further affect the public’s perception of its military. 
Unfortunately, the centres also serve as visual reminders of the CAF’s recently publicized 
difficulties of internal harassment and assault.  
Limitations  
Since the CAF’s recruiting methods have shifted to an electronic means of application 
and today’s youth widely communicate by electronic means, this method of recruiting will mean 
that fewer potential applicants will have the opportunity to speak in person to a current serving 
member of the military during the initial stages of recruitment processing. Therefore, more 
potential recruits will review a website that is geared to highlight the positive (but not necessarily 
the more realistic) aspects of trades and employment within the military’s environment, with the 
goal of initially attracting individuals to the organization.  
 Potential recruits, then, are expected to rely on their own perceived interests to select 
occupations that they feel they would be most interested in, instead of benefitting from early one-
on-one conversations with knowledgeable staff. The CAF has continued to focus on attracting 
applicants in primarily technical and skilled trades and occupations, and its plan was also to 
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“deploy more mobile teams to partially offset the impact in the areas where no recruiting centres 
exist” (Chief of Military Personnel, 2012, p. 5).  
“Women in the Forces” Webpage 
A review in 2015 of the CAF’s recruiting website revealed that an entire page was titled 
and included information regarding “Women in the Forces” (National Defence and the Canadian 
Armed Forces, 2015c3). This webpage discussed females serving in Canada’s military, and 
included the following statement:  
All of the hundreds of Forces jobs are open to women . . . The Forces values the 
contribution of women to improving the lives of others through its missions here in 
Canada and abroad. Increasingly at the forefront in ground-breaking roles within the 
Forces, women are seizing unmatched training and career opportunities that span the 
entire spectrum of responsibilities to achieve their personal and professional ambitions. 
(National Defence and the Canadian Armed Forces, 2015c, paras. 2-34)  
Of interest is that the CAF did not include a similar category for “Men in the Forces,” visual 
minorities, or the LGBTQ community, despite their permitted service in the Forces and 
longstanding documented struggles during service.  
The CAF’s recruiting website also displayed recruiting videos of currently serving 
women, men, and visible minorities employed in the trades. Additionally, the associated 
information with each trade was geared to drawing members into the CAF. However, the 
realistic view of each trade was provided more comprehensively in the occupation specifications 
for each trade, which are available only to serving members or civilian DND employees who 
                                                          
3 This website is no longer accessible to the public because it has been updated. 
4 This website is no longer accessible to the public because it has been updated. 
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have electronic computer access to the Defence Information Network (Commander Military 
Personnel Command, 2018).  
Challenges of CAF Recruiting and Retention 
 Besides having managed the actual methods of recruiting men and women into its 
organization, the CAF also balanced political concerns regarding the recruitment of women in 
particular. Its successes or failures in this regard are mixed: more women are needed to join the 
Forces, but there are concerns over barriers to women serving within the organization. 
Conversely, America’s military more aggressively advertised its masculinity within its military 
and adopted an approach that was oriented more separately to target the recruitment of females. 
Politics of Recruiting Women 
In 1977, Major H. Michitsch, who headed the gender-integration program, was advised 
by the Defence Minister to show women in more subdued roles: “It was too warlike . . . They 
wanted women shown in more nurturing roles . . . The job fairs were pretty much a bust” (as 
cited in “There’s Just No Life,” 2001, paras. 18, 19). The purpose of the fairs was to attract more 
females to the Forces, but the realities of the jobs were not being shown. Michitish also noted 
that during the fairs “the women would come in and pick up a 35-pound antitank gun, and they’d 
say, ‘Uh oh, this is not for me’” (as cited in “There’s Just No Life,” 2001, para. 20). Most 
women are reported to be not as spatially adept as men and they try entering non-traditional 
fields because of Employment Equity, but then most of them realize that they have wasted time 
and money and are not really interested in non-traditional fields (White, 2001).  
Fast-forward to 2016, and the CAF continued to grapple with the question of how to 
recruit women into the organization. Having obtained a report through Access to Information, 
Vice Media discovered that the Forces wanted to run an advertising campaign that would have a 
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“brighter, more feminine tone” slant, in order to increase its percentage of women in the Forces 
(Ling, 2016, para. 17). However, the military was then concerned that its advertising, which was 
supposed to reflect friendship and camaraderie, may have a lesbian connotation ― a surprising 
concern, considering the strides that the CAF has made to include the LGBTQ population in its 
ranks.  
Margaret Wente (2017a), one of Canada’s prominent columnists, argued that although 
Canada’s military has struggled to balance the perceived needs of women and how to recruit 
them into the military, the barriers to women are decreasing within the CAF. She added that even 
within the most gender-equal societies of the Nordic states and the Netherlands, women are still 
happily working less than men and, unlike men, are not employed as abundantly in top 
management positions because “women persist in not wanting what men want” (para. 10).  
Another section on the CAFs’ recruiting site labelled “Respect for Diversity” was listed 
under the heading “Info for Families” (National Defence and the Canadian Armed Forces, 
2015b, para. 4). These headings and subheadings related the concept of diversity to a traditional 
(male and female with a child or children) family context only, regardless of the diverse families 
that are associated with CAF members, the difficulties women have experienced in order to 
balance the dual roles of parenting and soldiering, and the contradictory expectations of the 
Forces that are associated with this balance. The webpage reiterated the opportunity for women 
to serve without barriers in all of the military’s occupations, and that the equality of women was 
safeguarded. The motivation of targeting both genders appeared to be separate in the recruiting 
context, with the implied intent of increasing the number of women in the CAF. 
Despite the Forces’ reputation as one of the leading progressive militaries in gender 
integration, women comprise only a small percentage of the CAF, and there has been speculation 
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that the organization was either not seriously or creatively attempting to recruit females 
(Berthiaume, 2014). Drawing on statistics from the CAF’s Employment Equity Report from 
2011/2012, in 2014 the CAF identified that a smaller gender ratio gap existed within the Regular 
Force (87% for male NCMs and 13% for female NCMs), with the Reserve Force showing a 
slightly higher gap (79% for male NCMs and 21% for female NCMs) (Senior Staff Officer 
Policy and Doctrine, Canadian Forces Recruiting Group, 2014, p. 13). Within the Regular Force, 
approximately 52% of female NCMs were employed in clerical/personnel or logistical support 
occupational groups, and approximately 61% of female officers were employed in medical, 
dental, or support occupational groups.  
Having served more recently in the Forces in both combat trades and support roles, 
Riswold (2011) noted that Canada’s military “romanticized membership while simultaneously 
disenchanting members in the name of operational effectiveness” (p. 11). She described herself, 
during her service, as an “insider” but also as an “outsider” who constantly attempted to navigate 
her role and responsibilities within a predominantly male organization” (Riswold, pp. 11-12). 
Women’s Challenges 
For the women who have thrived in Canada’s military, the opportunity was seized to 
publish their experiences. However, many of these women candidly acknowledged that there 
were numerous challenges to overcome, often because of their gender. Having served as a 
medical officer in the early 90s, Doctor Bonnie Henry noted that during her service at sea, she 
wanted to experience one day without being reminded that she was a woman (as cited in 
Branswell, 1998, para. 5). Commander Deborah Wilson, formerly employed with Director 
General Gender Integration and Employment Equity, also reported that it was much more 
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difficult to serve in the military as one woman within an all-male group, and junior members in 
particular are more likely to be subjected to harassment (Branswell, 1998).  
Lieutenant-Colonel Susan Beharriell (2013), a senior Canadian Air Force Intelligence 
Officer, recalled that when she fought to serve in the Security Branch early in her career, she was 
advised that she could not fly in a high-performance jet because her “female parts would be 
damaged” (Beharriell, para. 9). She added that since she was a single woman, she could not serve 
overseas because of being blackmailed by the Soviets. She was also advised that she had “better 
measure up” in her level of performance, or no woman would ever be allowed to serve in the 
branch (of Intelligence) in the future (Beharriell, para. 7). Beharriell ultimately served in all of 
these capacities, perhaps, like a number of other women, in order to prove others wrong and 
possibly to pave the way for other women to achieve their goals in the military.  
US’ Gendered Strategies 
Managing a different approach to military recruiting, Conroy (2012) reported that the US 
continues to focus on masculinity to attract new recruits, even masculinizing its non-combat 
positions, and connects US combat to what it means to be a warrior. Its goal, Conroy (2012) 
added, was to integrate women but simultaneously not to disrupt the association between 
masculinity and military service, in order to recruit men into the organization. The US advertised 
more exclusively to women, she noted, often in ways that are not as visible to men. She also 
noticed that their Army, Navy, Marine Corps, and Air Force elements recruit in different ways to 
attract each gender, with the Marine Corps specifically targeting males and associating its 
training with manhood (Conroy; Williams, 2014). 
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Motivation Regarding Non-Traditional Employment 
 Having explored the tactics that both Canada and the US have employed to draw women 
into their militaries, women’s motivators toward non-traditional employment in general are 
examined primarily via the results of Australian and American research. Jerry Jacobs’ “revolving 
door” hypothesis of why women prematurely leave non-traditional occupations is also explored 
(Sheridan, 1997, p. 5). Canada also researched the reasons why women are attracted to its 
Forces, and provided first-hand accounts by its currently and previously serving members 
regarding their own experiences of having served as women within the organization.  
Women in the Military 
 Women are reported to be drawn to a military rather than a civilian organization, because 
the women believe that the military will provide opportunities for social interaction, an inclusive 
work environment and collegiality, higher wages, tuition reimbursement, and skills development. 
Two studies in particular indicate that the higher the wages and skill development, the higher the 
quality of life and improved career advancement opportunities that may offset the negative 
experiences associated with military service (Mankowski et al., 2015; Wolansky, 1992). Of these 
studies, Mankowski et al. mentioned that a small percentage of women in the US military were 
motivated to join because it was their “calling,” although some of the women were not 
necessarily able to articulate the reasons for this, and only a small number were interested 
primarily in serving their country (p. 318).  
Research Regarding the “Revolving Door”  
Sheridan (1997) described Jerry Jacob’s “revolving door” as the tendency for 10 of 
every 11 women who enter male-dominated occupations leave their positions eventually (p. 
5). A longitudinal US study of 5,042 women was conducted to compare the results with Jerry 
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Jacobs’ analysis of the reasons why the genders are not equally distributed among occupations 
(Sheridan, p. 5). The study was also designed to explain the reasons for occupational sex 
segregation by applying the following three theories: (1) human capital theory (women seek 
the external rewards of family, intermittent labour force commitments, and part-time work 
requirements, so they seek traditional work so that their skills do not become as easily 
outdated when they re-enter the workforce), (2) gender role socialization (women choose 
traditional work because of their feminist traits such as passivity, cooperation, and 
socialization), and (3) demand for workers (occupational growth and low unemployment rates 
increase women’s access to male-dominated jobs).  
Accounting for covariates (the women’s backgrounds, timing of life course events, 
characteristics of jobs, level of education, and job market opportunities), similar to Jacobs’ 
findings, Sheridan (1997) concluded that human capital theory had little effect on levels of 
workplace occupational sex segregation (pp. 23-24). Early gender role socialization, such as 
occupational aspirations and sex role socialization, was one element of social control that 
influenced women’s tendency to leave non-traditional occupations, and the demand for 
workers did not affect these women’s decisions. Women who attended college were 
approximately 10% slower to enter a male-dominated field. Women with three or more 
brothers entered the fields 35% more quickly, although the number of sisters did not influence 
the results. Women with mothers who had worked in male-dominated occupations entered 
these fields 75% faster. Of particular note, women with male-oriented aspirations were 
approximately 30% slower to exit male-oriented occupations than other women, entered these 
occupations 50% quicker, and moved into a male-dominated occupation from a female-
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dominated occupation twice as quickly as other women. Family constraints did not 
significantly affect the revolving door phenomena (Sheridan). 
Australian and US Militaries 
 Australian military researchers concluded that motivations to join a westernized 
military are now less intrinsic and role committed because these militaries are becoming more 
like civilian organizations, with experience and task achievement, and “meritocratic and 
economic” leanings toward selection and promotion (Koeszegi et al., 2014, p. 229). Another 
US study referred to a higher likelihood of individuals leaving the military if their personal 
characteristics do not match well with the characteristics of the job (Waite & Berryman, 
1986). If women leave the military prior to the end of their contracts, it is usually because of 
pregnancy or family reasons, and men usually exit early because of either disciplinary 
problems or substance abuse. 
US Marine Corps 
US Marine Corps members’ motivations to serve were also examined (Archer, 2012). 
Thirty-five in-depth interviews were administered, with the results reflecting differences in 
men’s and women’s motivations. One of the study’s respondents remarked that males will 
require a leader’s motivation to excite them into a frenzy to take a hill, but a woman will 
question the requirement, and “You get a woman to believe to take that hill, she will be on that 
hill, and she’ll die on that hill before she’ll give up that hill … It’s just a matter of tapping into 
those [different] emotions and . . . strengths” (Archer, 2012, p. 369). In the CAF, both genders 
initially undergo the same basic training in order to acquire basic soldiering skills. Following 
their occupational trades training, unless they are employed in the combat arms trades, both 
65 
 
 
genders focus primarily on their occupational training and employment and then maintain threat-
response skills throughout their careers.  
Canada’s Military  
Doctor Nancy Taber (2009), a researcher who had served in Canada’s military, analysed 
the CAF’s policies and concluded that women are “hooked” into societal ruling relations in their 
everyday lives and during CAF service (p. 29). By analyzing ideological codes within boss texts 
of the Forces’ orders and directives, she determined that the themes of duty, honour, and service 
before self are consistently imbedded within them. She added that the orders and directives 
reflect a dominant cultural expectation – depicting males only as the fighting soldiers who 
protect society. They also depict the mission that soldiers are required to put their personal 
requirements aside, and those who do not are assumed to lack duty, loyalty, and courage. She 
argued that this persistent narrative is a powerful expectation in Canadian culture, which is not 
necessarily a true reflection of people’s lives and which marginalizes women’s existence in the 
organization. 
The CAF could also be described as a “revolving door” (Sheridan, 1997, p. 5) for some 
women who are either exit male-dominated trades or the organization itself. Moreover, recruits 
to the CAF were described as leaning into the embracement of traditional roles, for example, 
gender, race, and nationality, and pursuing happiness before duty (McKinstry, 2007). Two 
Canadian studies, the Army Sociocultural Survey and the Army Culture and Climate Survey, 
were commissioned in 2004 to compare Army soldiers’ views against society and organizational 
climate, and their feelings about their work/workplace (McInstry, 2007). The results revealed 
that younger members are more inclined to be less tolerant and more attracted to risk. Women 
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tend to be more liberal minded about “equality, the sexes, and family structure,” and lean more 
toward ethical considerations and less toward duty and adventure (McInstry, p. 35).  
Having served first as a CAF family member then as a serving member herself, Taber 
(2010) reported that women experience the military and its effects in a different manner than 
men, and they are drawn to the relationship aspects of serving in the Canadian military. She 
conducted three interviews with women who had 10 to 20-plus years of CAF service. The 
subjects reported having joined for steady jobs and an exciting life, and two reported being 
heavily drawn to an all-expenses paid post-secondary education (pp. 326). A report by the 
Auditor General of Canada indicated that approximately half of the women serving in Canada’s 
military are serving in only six occupations: resource management support clerks, supply 
technicians, logistics officers, medical technicians, nursing officers, and cooks (Thorne, 2016, 
para. 11).  
Some women seemed to be drawn to the military in order to prove themselves or view 
their challenges during their service as a way to perform at a higher level than they may have 
otherwise. Tim Goddard, the father of the late Captain Nichola Goddard, a female CAF artillery 
officer who was killed in combat in Afghanistan in 2006, noted that his daughter joined the 
military because a high school recruiter directed his attention at the time only to the male 
students in the audience (Austen, 2013). Similarly, Warrant Officer Erica Oliver, recently 
awarded Member of the Order of Military Merit and the only reported currently serving female 
combat diver in the CAF, stated that “while women naturally aren’t as strong as men,” she 
trained even harder to maintain her role (Capuano, 2015, para. 16). She added that she had rarely 
felt discriminated against during her career, but when she did she used it as a motivator to 
achieve what she was advised she could not do. 
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Reasons to Exit Organizations 
 A small percentage of women have consistently been drawn to both American and 
Canadian militaries. These countries have explored the reasons why their servicewomen either 
leave the organization entirely or leave their male-dominated occupations when they still choose 
to remain within the military.  
US Servicewomen 
US servicewomen experience a lower level of job satisfaction when they are employed in 
male dominated occupations, possibly because of the way women reconcile their perceptions of 
paid work, maternal roles, and gender socialization (Lundquist, 2008). Both genders’ migration 
from non-traditional female trades in the Army in particular have been examined, and although 
the rates of both genders exiting male-oriented occupations were very similar, females were 
much more likely to reclassify into female-oriented occupations rather than release from the 
organization (Wood, Pappas, Lovely, & Johnson, 1979).  
Wood et al. (1979) added that unlike the males who transferred to traditionally female 
occupations, the women considered their occupational situations very positively. Interestingly, 
overall, both genders were motivated to migrate to traditional female trades in order to achieve a 
more effective work and personal life balance, and to be incorporated into a more satisfying 
work environment. However, since this study was published in 1979, significant changes in 
militaries and their operations throughout the world may affect the ability to replicate this study’s 
results.  
More recently, the equal opportunity climate within the US military has been examined, 
particularly since a large number of women served in its ranks (Walsh, Matthews, Tuller, Parks, 
& McDonald, 2010). In their survey to 2,179 non-deployed US Army personnel, Walsh et al. 
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(2010) found that a fair and equitable work environment was positively associated with cohesion 
and less job stress. The higher the level of equal opportunity that was perceived within the 
environment, the higher the job satisfaction, organizational commitment, and level of retention. 
By applying fairness heuristic theory, a cohesive work environment perceived to practice work-
related fairness is more likely to guide individuals’ interests toward the organization rather than 
toward their own self-interests, and results in a higher level of commitment to the organization 
(Walsh et al.). However, level of commitment to the organization does not necessarily lead to 
retention within, or exit from, the organization, because benefits (including education and 
pension) may also affect a member’s decision to exit the organization.  
Canadian Servicewomen 
Both genders serving in Canada’s military were surveyed in 2002 and 2004 because of a 
Forces’ Retention Strategy and Action Plan. Their reasons for leaving the organization included 
an unfair environment, uncertainty regarding the Force’s future, leadership, bureaucracy, and 
career concerns (Office of the Auditor General of Canada, 2016).  
According to Davis (1997), during the 1980s and 1990s, women consistently exited the 
Forces at higher rates than their male peers, even during low attrition periods. During their first 
three years of service, males were discovered to have a higher rate of attrition, and women were 
much more likely to leave the Forces during the 10 to 20-year period prior to retirement. A 
female-to-male ratio for officers was 1.8:1, and 1.6:1 for NCMs (Davis, 1997, p. 182) This early 
exit for servicewomen was a concern, since this period reflects the time when women have 
increased their skills and knowledge and are in a position to mentor and instruct less experienced 
soldiers. The reasons for female attrition revealed that integration issues need to be addressed, 
women are more likely to experience harassment, and further study needs to be conducted on 
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their integration into Canada’s military (Davis, 1977). Major Howard Michitsch similarly 
observed, “We can’t seem to keep them (servicewomen) beyond eight years” (as cited in 
Guttman, 2000, p. 266). Many more American than Canadian studies have examined their 
militaries’ retention of its members, particularly females, regarding their level of job satisfaction 
with the organization.  
Repercussions of a Premature Exit From the CAF 
 There are repercussions for a soldier who exits Canada’s military prematurely. 
Unfortunately, an early exit equates to a lower military pension for the member. In some cases, a 
member may request to leave the Forces but be required by a signed contract to remain until it 
expires. A member’s application and acceptance for a transfer to another occupation can be 
highly advantageous, for both the member and the Forces, as a means of retention and to 
promote a member’s personal and professional growth. However, an occupation transfer is 
administratively time consuming, and a member may not be considered eligible or competitive 
enough to transfer for a number of reasons, such as aptitude, education, and level of experience. 
To a degree, the process also depends on the support of a member’s unit (National Defence, 
2015a; National Defence, 2015b).  
Conclusions 
The effort and time that have been invested to include women initially into the general 
workforce and then into Canada’s military comprise a recurrent theme in the literature. Canada is 
one of the world’s leaders regarding the inclusion of diverse populations within its ranks, 
although it is still challenging for female soldiers to achieve mobility and advancement within 
the Forces. Unique barriers still affect men’s and women’s quality of life, despite the various 
methods and reasons for recruiting and retaining women in the organization. Much time has 
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passed since the 1990s when reasons for women’s exit from the Canadian military was studied. 
Davis’ (1994) argument, “In the end, the contextualization of experience in the organization is 
inextricably linked to future exit from the organization” (p. 79), and her conviction that women 
were leaving the Forces at an overwhelming rate because of gender-oriented issues, appear still 
to be affecting the CAF today.  
 The reasons to recruit and retain women into military and paramilitary organizations, 
however, do not place women on equal footing with their male counterparts. Women are often 
unaware that they may be working in a potentially hostile environment within the Forces. The 
notion that women are not viewed primarily as soldiers in the same way as their male peers, but 
they often also struggle to maintain a balance between the roles of caregiving at home and 
soldiering in the CAF, was consistently reflected in the literature review.  
 A number of external rewards (pay, pension, and education) and boundaries (contracts 
and competitive process of trade transfer) influence the retention of both genders in the CAF, as 
do the potential added benefits of social interactions. Therefore, the retention of members may 
not be of as much critical concern to the Forces as initial recruitment. However, the quality of 
life of its members is problematic, demonstrated by the Forces’ most recent efforts to change its 
sexualized culture.  
 The goal of the CAF is to create a functioning team-oriented force that is capable of 
mission readiness at all times. Women attempt to strategically set themselves up for success and 
avoid difficulties during training and serving within militaries. They apply gender tactics and 
pressure and do not always support each other – energy of a dramatic nature that would 
undoubtedly be more effective if applied to the job itself. Tied into their focus are their concerns 
of their own power, authority, and status – reflected by Kanter’s (1977) argument that “women 
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in large hierarchical organizations are especially often caught in the cycles of powerlessness” (p. 
197).  
 With fewer female military recruits in general and fewer trained women as role models 
within male-dominated trades in particular, women in non-traditional, non-commissioned, and 
non-combat arms occupations could be expected to have some unique and occasionally dichotic 
experiences compared to their male peers. The general pressure placed on women, ironically, 
may propel them to succeed, but any errors or transgressions that they may make following the 
specialized attention would likely be magnified. The views of some of the lower-ranking women 
in these occupations, within a less confined and more confidential setting, revealed different or 
parallel experiences that augment the existing research. 
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CHAPTER THREE 
RESEARCH METHODOLOGY 
  The purpose of this qualitative research study was to explore the military cultural 
experiences of non-commissioned females who were currently serving, or had previously served, 
in predominantly male-dominated, non-combat arms occupations within the Canadian Armed 
Forces (CAF). In-depth, one-on-one interviews comprised the data for conducting a detailed case 
study comparison. This research provided information regarding the strategies that female 
soldiers use to adapt to their work environments, and their career experiences that have affected 
their impressions of the military and their interconnected relationships both at and outside of 
their work environment. 
This study was approved by the Brandon University Research Ethics Committee 
(BUREC) at Appendix A, and by the CAF’s Social Science Research Review Board (SSRRB) at 
Appendix B.  
Research Problem 
 There is a lack of research regarding the effects of the cultural work environment of 
females in the CAF, particularly within predominantly male-dominated, non-combat arms trades. 
While focus groups and surveys are often a preferred method of data collection within the CAF, 
a qualitative and detailed study with a small number of women who held ranks above the rank of 
Private and below the level of Warrant Officer provided an in-depth analysis of detail regarding 
their own personal and professional experiences as soldiers. This information was shared within 
a one-on-one setting with the researcher, without either the peer and rank pressures associated 
with a group setting or the impersonal and non-conversational nature of a survey.    
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Research Question 
 The study’s primary research question was as follows: “What are the experiences of 
females who are currently serving, and who have previously served, in predominantly male-
dominated, non-commissioned, non-combat arms trades?”  The research objectives based on this 
question were as follows: 
1. to determine the influences of cultural experiences that may affect serving women’s 
decisions to either remain in, or exit, their occupations,  
2.  to determine the effects of cultural experiences that may affect serving women’s 
impressions of their previous and/or current occupations, and the CAF,  
3. to explore the congruency between women’s expectations if any, and their perceived 
reality, regarding the cultural environment of their occupations,  
4. to determine the effects of cultural experiences that may contribute to or deter from 
women’s contributions toward their service in the CAF, and  
5.  to assess the impressions of the CAF’s recent efforts to alter the underlying 
sexualized culture of the CAF. 
Qualitative Research Paradigm 
 The qualitative method responded to participants’ perspectives. This method is 
considered to be “central to field researchers’ achievements in understanding and 
conceptualization” (Locke, 2011, p. 659). Qualitative research answered the researcher’s 
questions and included feelings and perceptions, but also preserved the context of the data, 
versus eliminating extraneous variables (Ivey, 2012). The context of the data was unique to 
distinct and diverse psychological and social phenomena, and the most appropriate method to 
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understand this phenomenon was to employ observation, conversation, and analysis of the data 
(Slysz & Soroko, 2012).  
 Qualitative inquiry facilitates data collection when faced with highly sensitive and 
challenging issues, and when the researcher seeks to elicit unrestricted views of participants’ 
experiences (Creswell, 2012). In the current study, the qualitative approach served the following 
purposes: it maximized communication between the researcher and informants, empowered the 
participants, and generated theory development. Of particular importance within the qualitative 
study was the regard for the researcher’s own status as related to Fassinger and Morrow’s (2013) 
references to “power and privilege” (p. 73), and for the subjects’ strengths and needs being 
honoured as they became “manifested during the course of the research” (p. 73).  
This qualitative research study was designed to explore the individual experiences of 
female, non-commissioned members who were currently serving, or who had previously served, 
in predominantly male-dominated service trades in the CAF. The subjects consisted of 10 
participants from each of the CAF elements of Army, Navy, and Air Force who identified as 
female or other, and who had been currently serving in the CAF in male-dominated, non-combat 
specialist trades or had previously served in this category of trades. “Other” was applied as a 
means of gender identification, in order to avoid exclusion, and was an option available to 
members who identified as transgender, transsexual, transitioning, and/or those who did not 
necessarily identify with any specific gender. However, the participants were advised that all of 
the questions posed during the interviews would address gender in the form of “males” and 
“females” for the purpose of the study. Male-dominated occupations were considered to have 
less than 30% of females or more than 70% of males serving in the occupation (Davis, 1994, p. 
25).  
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The participants were provided access to the interview questions prior to the interviews, 
and they were given the option to participate if they believed that the questions would pertain to 
them. Since there was a reduced likelihood of a member being randomly selected who would 
identify as “other,” this circumstance did not arise but would not have caused undue hardship 
and would have offered members the opportunity to self-identify and follow the spirit of the 
Military Personnel Instruction 01/11 Management of Transsexual Members (Canadian Armed 
Forces, Chief of Military Personnel, 20115), rather than apply the traditional and outdated option 
of identifying as “male” or “female.” 
While the literature review revealed information that was oriented toward the effects of 
military culture and gender over time within the CAF, it is expected that this study augments the 
existing knowledge, and that it provides additional information regarding the experiences of 
those females who are serving in non-commissioned, non-leadership categorized occupations.  
Research Design 
  The Department of National Defence (DND) has indicated that there is a greater 
need for qualitative research in the CAF (MacIsaac, Mather, & Irwin, 2009). Ethnography 
provides a grounded/inductive approach (MacIsaac et al., 2009) that requires objective reporting 
and analysis of CAF individuals’ complex lives in detail. Ethnographic research describes, 
analyses, and interprets a group’s culture, including its shared behaviours, beliefs, and language 
patterns that develop throughout time (Creswell, 2012). Professor Donna Winslow, formerly of 
the University of Ottawa, defined military culture as “the behaviour patterns or style of an 
organization that members are automatically encouraged to follow” (as cited in Capstick, 2003, 
p. 48). A military’s culture parallels its civilian culture. It is composed of former civilians, but it 
                                                          
5  This website is accessible only to members employed within both the Department of National Defence and the 
Canadian Armed Forces. 
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is different in that the rules, regulations, and ways of co-existing with others are unique to that 
organization. Ethnographic examination can therefore be applied to the perspectives of those 
serving within the military. 
Ethnographic Research 
Ethnographic researchers must be empathetic, able to build rapport and analyse 
contextual and personal data within a specific culture or environment (Bandyopadhyay, 2011). 
As a unique culture that possesses distinct subcultures, the Canadian military’s languages, 
customs, and norms are different from Canada’s mainstream society, with a social system that is 
described as “intimately interconnected” (Stewart, 2013, p. 8).  
 Within the context of ethnographical research, a case study provides a “detailed account 
and analysis of one or more cases” (Johnson & Christensen, 2008, p. 406), via extensive 
collection of data. The current study investigated 10 cases of military culture-sharing individuals 
based on extensive data collection. The research question – “What are the experiences of females 
who are currently serving, and who have previously served, in predominantly male-dominated, 
non-commissioned, non-combat arms trades?” – was both objective and broad enough to elicit a 
wide variety of topics and issues that arose during the data collection process. The researcher 
exercised culturally competent communication skills, including the management of cultural self-
awareness, and of both power and relationship issues with the participants (Fassinger & Morrow, 
2013). In the current study, the researcher built familiarization and mutual trust, and exercised 
flexibility during the data collection, the analysis, and the final reporting, in order to provide an 
in-depth understanding of the participants’ lives within the context of their environment. 
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Case Study Research 
The selected research highlighted a particular issue within a number of 10 cases in total, 
in order to study them in sufficient detail and depth. The cases, while not necessarily co-located 
on the same bases or wings, illustrated a culture-sharing group who shared a number of similar 
interactions, beliefs, and language, and the setting was within an historical context of recollection 
of experiences. While a researcher is often not immersed in the culture, this researcher’s insider’s 
benefits included greater familiarity and understanding with both the language, regulations and 
culture. However, she did not intervene with the participants’ experiences. The goal of the study 
was to narrow the gap between the researcher’s own etic interpretation of the feedback and the 
participants’ own emic perspective (Creswell, 2012; Roberts, 2007).  
The case studies empowered the participants to have their voices heard throughout the 
research process, and they facilitated an in-depth understanding of complex issues. These types 
of studies are commonly applied within research, and yet this study was challenging to conduct, 
since data collection was both rigorous and time consuming. While it was advantageous that the 
researcher was closely affiliated to/a part of the culture herself, particular care was then required 
to attend to the researcher’s objectivity and place of both power and position within the culture 
that was being studied. Notwithstanding these complexities, the researcher’s reflexivity reduced 
the impact on the informants via the expression of her role in the study, and her respect for the 
participants and their experiences. Thematic data analysis was used to interpret the subjects and 
their behaviours, by segmenting, coding, and formulating independent themes, and ultimately 
making inferences and conclusions (Creswell, 2012). 
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Profile of Respondents 
 Interview transcriptions were produced for 10 Regular Force members who identified as 
female. Of the 17 members who responded to the invitation to participate in the study, 13 met the 
eligibility criteria. One eligible member was unavailable to be interviewed because she had taken 
extended leave, and 2 of the 12 remaining participants’ interviews could not be transcribed. One 
woman who was serving in the 00149 Fire Fighter occupation was interviewed, but the transcript 
record was incomplete due to interruptions during the interview. Another interview respondent 
was serving in the 00161 Military Police (MP) occupation, but her transcript was inadvertently 
not recorded by the researcher. Both of these members declined to be re-interviewed. Following 
the invitation to participate in the study, no members volunteered from either the 00021 Flight 
Engineer occupation or the 00306 Construction Technician occupation. 
Occupational Selection 
The 10 participants’ interviews and transcripts were selected from the following nine 
occupations in total, in order to meet the requirement of being considered male-dominated, and 
to meet the criteria required of the selected trades. Within the following selected occupations, the 
percentages of potential women were calculated by the researcher, within the categories listed by 
the Commander, Military Personnel Command (2018, sect. 16): 
• 00362 Aircraft Structures Technician (ACS TECH) = 17%, and was included in the 
“Technicians” category   
• 00105 Boatswain (BOSN) = 21%, and was included in the “Air and Ship’s Crew” 
category  
                                                          
6 This website is accessible only to members employed within both the Department of National Defence and the 
Canadian Armed Forces. 
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• 00136 Avionics Systems Technician (AVS TECH) = 28%, and was included in the 
“Technicians” category 
• 00019 Airborne Electronic Sensor Operator (AES OP) = 15%, and was included in the 
“Sensor and Radar” category 
• 00120 Communicator Research Operator (COMM RSCH) = 28%, and was included in 
the “Telecommunications” category  
• 00099 Intelligence Operator (INT OP) = 20%, and was included in the “Other” 
category  
• 00377 Air Control Operator (AC OP) = 24%, and was included in the “Sensor and 
Radar” category 
• 00171 Mobile Support Equipment Operator (MSE OP) = 25%, and was included in the 
“Administration and Support” category 
• 00362 Army Communication and Information Systems Specialist (ACISS) = 17%, and 
was included in the “Communications and Services” category  
Of the CAF’s occupations, all but one (00171 MSE OP) matched the original intent of 
selecting Engineers, Technicians, Sensor and Radar, Public Protection, Telecommunications, Air 
and Ship’s Crew, and “Other” (Government of Canada, 2015f) specialized occupation of 
Intelligence. Two occupations that reflected a very small number of females were the 00306 
Construction Technician (CONST TECH) occupation (only three members were identified as 
most likely to identify as female and were contacted but did not reply), and the 00021 Flight 
Engineer (FLT ENGR) occupation (only two members were identified as mostly likely female in 
gender and were contacted and also did not reply).  
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The proposal to select occupations that were highly physical in nature was de-emphasized 
as a requirement toward one occupation – 00171 Mobile Support Equipment Operator (MSE OP) 
that was selected under the “Administration and Support” (Government of Canada, 2018e, sect. 
1) category that the researcher hypothesized would be male-dominated and could be considered 
as occasionally a highly physical occupation that was both outdoor and indoor-oriented as well 
traditionally male dominated. In addition, the 00021 FLT ENGR occupation was selected, 
despite the fact that it was not included on the CAF’s recruiting website, because of the few 
identified number of potential serving females in the occupation and the highly physical/outdoor 
nature of the occupation. The researcher suspected that this occupation was not included on the 
website because of the current requirement for members to be already serving in an occupation 
before being employed as a 00021 FLT ENGR, and this was not considered to be a requirement 
to disqualify this trade from the study.  
While no members volunteered to participate from either the 00021 FLT ENGR or the 
00306 CONST TECH occupations, three members volunteered to participate from the 00377 
Aerospace Control Operator (AC OP) occupation, resulting in the researcher interviewing two 
and declining one volunteer from that particular occupation. The purpose of declining the third 
member was in order to provide as balanced a view as possible from varying occupations.  
Pilot Study 
The interview protocol (see Appendix C) was applied to one female member within the 
CAF (who had previously served in a male-dominated occupation) within a pilot study, in order 
to review the interview process, seek the individual’s feedback, and revise the interview 
questions, if necessary (Canadian Institutes of Health Research, Natural Sciences and 
Engineering Research Council of Canada, and Social Sciences and Humanities Research Council 
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of Canada, 2010). This pilot case study strengthened the researcher’s ability to build rapport with 
the participants and empathize with the responses given during the actual case studies (Slysz & 
Soroko, 2012).  
Ethical Considerations 
 This research was conducted within Canada and was guided by the TPS2 – Tri-Council 
Policy Statement: Ethical Conduct for Research Involving Humans (Canadian Institutes of 
Health Research, Natural Sciences and Engineering Research Council of Canada, and Social 
Sciences and Humanities Research Council of Canada, 2010), (see Appendices D and E), and all 
research within the CAF is directed by the Defence Administrative Order and Directive 5061-1 
Research Involving Human Subjects – Approval Procedures (National Defence and the Canadian 
Armed Forces, 2017). As a member of the Personnel Selection branch of the CAF, the researcher 
also adhered to the Canadian Code of Ethics for Psychologists (Canadian Psychological 
Association, 2000).  
The study included case studies from members who belonged to any of the three elements 
of the Regular Force (Navy, Army, and Air Force), and from at least three bases or wings that 
are representative of these elements. The study included the non-commissioned ranks of 
Corporal to Sergeant, and all of the participants had, at the minimum, completed basic 
occupational training in either their current or their previously held selected occupation(s).  
Disclosure of any perceived or potential conflict of interest on the part of the researcher 
was recognized, and the option of selecting services from a Personnel Selection Officer, other 
than the researcher, was provided for current or future Personnel Selection services (Canadian 
Institutes of Health Research, Natural Sciences and Engineering Research Council of Canada, 
and Social Sciences and Humanities Research Council of Canada, 2010). Additional conflicts of 
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interest did not arise during the study but would have been resolved by adhering to the TCPS 2 – 
Tri-Council Policy Statement: Ethical Conduct for Research Involving Humans, and the 
Canadian Code of Ethics for Psychologists Principle I: Respect for the Dignity of Persons, and 
Principle II: Responsible Caring (Canadian Psychological Association, 2000). 
The study was considered to incur “medium risk” because of the potential risk of the 
participants having shared personal experiences and information that may have caused them to 
experience discomfort. During the initial contacting of potential study members (see Appendix 
F), one member specifically requested not to be contacted in the future to participate in any type 
of study. The researcher assured the member that she would not be contacted in the future 
regarding the current study, but there would be no control over her name being randomly 
selected by other researchers to participate in future studies. 
Invitation to Participate 
The initial e-mail invitation (see Appendix F) that was forwarded to members who 
expressed interest in participating in the study provided the following information:  an 
introduction to the researcher and an outline of the study, including the fact that the participants 
were randomly selected, the time required for interviewing, and explanation of the risks and their 
mitigation. The invitation also included a note that there would be no compensation or 
reassignment from duties for participating. (The SSRRB had determined that the nature of this 
study did not allow for compensation for participation).  
The invitation also indicated that the participants could choose whether to be voice 
recorded, that they would not be required to any answer questions if they did not wish to, that 
they could withdraw from the study at any time with no career repercussions, that the 
information gained from the interviews would be anonymous and summarized, that no comments 
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would be attributed to the participants, and that their identifications and locations would not be 
linked to any of the information.  
The e-mail invitation also explained the following: how the results would be used, the 
number and types of interview questions that would be asked, the availability of transcripts for 
review following the interviews, the confidentiality of all documentation, the risk assessment and 
reasons, and the secure storage of all information. The invitation also explained the methods of 
accessing copies of the researcher’s report, and provided contact information for the researcher, 
her academic advisor, and Brandon University Research Ethics Committee (BUREC). 
Sensitive Topics 
The researcher was required to report any behaviours that were contrary to the CAF’s 
regulations, rules and instructions, and the participants were advised of this requirement. One 
situation arose that was analysed by the researcher and did not require further forwarding to the 
appropriate authority. During the interviews, another case arose in which a participant identified 
a behaviour as both harmful and inappropriate, and the researcher identified the issues 
surrounding the incident (for example, adherence to responding to the dignity of all persons, 
military values such as duty with honour including duty, loyalty, integrity and courage, and 
responding to a sexualized culture) in accordance with Defence Administrative Order Directive 
(DAOD) 7023-1 (Government of Canada, 2015a) and assured the member that she would be 
protected from reprisal from reporting. The researcher’s highest priority was to ensure this 
protection and to apply effective listening skills, tact and empathy, and refer the participant to the 
appropriate mental health, chaplain, or psycho-social assistance that was available, if required. 
A sexual assault matter that arose had been reported as having been managed at the unit 
level, so the researcher did not need to encourage the participant to contact either the local 
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Military Police detachment or the National Investigative Service. When behaviours were 
reported that were considered by the researcher to be of an inappropriate nature, the researcher 
applied effective listening skills, tact and empathy, and the participants were encouraged to 
contact the appropriate professionals from a list of relevant resource phone numbers and e-mail 
addresses. Another incident that was discussed during an interview may have been of a sexual 
nature, and if so the researcher may have been under a duty to report, but it was difficult to 
ascertain from the interview because the member wished to describe limited information, and the 
incident had occurred a number of years prior to the study. 
Topics were revealed that were considered to be relevant to the study, and they were 
treated sensitively and appropriately safeguarded, in order to ensure the confidentiality and 
privacy of the members (Mealer & Jones, 2014), and this information is shared within this thesis 
only in a manner that does not identify the participants. Prior to the interviews, the members 
were provided with the names, phone numbers and websites of DND/CAF contact numbers (see 
Appendix G) to access if they felt that they had experienced any psychological distress prior, 
during, or post interview.  
Conditions for Volunteering 
The participants were not reassigned from their regular duties in order to participate in 
the study, nor were they provided incentives, compensated for injury, paid, or reimbursed for 
their participation. Lay language was used to the greatest extent possible, and information 
regarding the purpose and expected duration of the study, its potential risks and benefits, and the 
responsibilities of the participants was distributed (see Appendices F and H). All of the 
participants were provided informed consent both orally and in writing (see Appendix H), and 
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were provided sufficient time to decide whether to participate in the study and to seek 
clarification or ask questions that related to the study.  
One member who was forwarded the study invitation referenced a CAF regulation and 
requested to be financially compensated for her participation in the study. When the SSRRB 
confirmed that the nature of this study did not necessitate compensation for participation, the 
member was advised and subsequently declined to participate in the study.  
Rank and Power Considerations 
There were obvious differences of superior and subordinate positions by virtue of rank 
that existed between the researcher and the non-commissioned members who participated in the 
study. However, the researcher held power over the participants by virtue of being a researcher, 
and therefore “Transparency of the researcher’s status, motives, goals, and processes” served to 
“reduce the negative impact of these power differences” (Fassinger & Morrow, 2013, p. 78). The 
participants were not in any way included within the researcher’s chain of command, and they 
were assured that their wish to participate or not participate would not in any way affect their 
careers or have either positive or negative career implications.  
At the time of the interviews, the researcher was associated with a human resource-
oriented position within the CAF, but did not have supervisory authority over the members who 
were invited to participate in the study. The method of contacting potential participants included 
forwarding an e-mail (as opposed to, for example, a more intrusive method of cold calling the 
members) in order to elicit participation (see Appendix F), then providing the interested 
members the SSRRB informed consent form (see Appendix H), applying interview questions 
(see Appendix I), and providing the DND/CAF contact numbers (see Appendix G). In addition, 
the telephone call by the researcher, in order to clarify concerns and answer questions to set up 
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an interview date and time that was convenient for both the researcher and each member, ensured 
that there was an ethical focus within the recruitment of members and gathering of data 
collection, and it was not compromised by power relationships or undue influence/consent.  
Consent Process 
The participants were advised that they had the right to volunteer to participate or to 
cease participation at any time prior to or during the study, without any type of constraint or 
coercion. Members were also advised that they would not be prejudiced in any way, or subject to 
either administrative or disciplinary action, and they would experience neither adverse nor 
enhancing effects on their careers if they declined or withdrew their participation in the study. 
If any new information arose that may have affected the participants, they would be 
informed immediately and asked whether they wished to continue their participation in the study. 
For example, the consent form indicated that if the participants required any application 
processing assistance from Canadian Forces Base Halifax after the researcher’s anticipated 
retirement in October 2018, they would be referred to another Personnel Selection Officer, in 
order to eliminate any real or perceived conflict of interest. When this date changed to June 
2018, the researcher advised the participants accordingly. A copy of a consent form (see 
Appendix H) was given to, and signed and returned by, the participants prior to the start of their 
interviews.  
A copy of the consent form (see Appendix H) was given to, and signed and returned by, 
the participants prior to the start of their interviews. In addition to the other conditions for 
voluntary participation in the study, the consent form asked the interview respondents for 
permission to record their interviews. The researcher ensured that every participant had a copy of 
her own signed consent form.  
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The researcher followed an interview protocol/moderator’s guide (see Appendix C). She 
conducted the interviews either face-to-face and audiotaped, or by telephone and audiotaped, 
with the exception of one participant who typed her responses to the interview questions and e-
mailed them to the researcher.  
Interview Process 
When possible, efficient, and preferred by the participants, the interviews were conducted 
on an individual, face-to-face basis, and audiotaped in a private location selected by the 
interviewee, with note taking also conducted by the researcher. The responses to the questions 
were not anticipated in advance by the researcher, and a heightened awareness of the researcher 
was required (Doody & Noonan, 2013), since the respondents’ emotions and responses were 
more difficult to detect by telephone than in person. All of the face-to-face and telephone 
interviewees gave permission for audiotaping. Audiotaped verbatim transcription provided a 
higher level of accuracy, mitigated researcher bias, and allowed the researcher to focus on the 
content versus exactness during the interview. Because of her engagement in pre-deployment 
training, one participant submitted typed responses instead of being interviewed directly.  
All respondents were advised that information would not be guaranteed to be held in 
confidence by the researcher if it posed a threat to the health, life, and safety of the interviewee 
or the public. No participants chose to withdraw their consent once their interviews had taken 
place. All respondents requested that they be e-mailed the results once the study was completed. 
Management of Information 
All of the respondents were provided their transcripts immediately following timely 
completed transcription, in order to ensure both accuracy and thoroughness, and to make their 
own additions or deletions. The participants were advised of their right to access their 
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information via both the Access to Information and Privacy Acts, that the information would not 
be made available to anyone but the researcher, it would be stored securely and then destroyed, 
and it would not be released to others outside the study, unless explicit permission was granted 
by the member.  
In order to protect the privacy and confidentiality of the members, information that did 
not relate to the research question or could risk member identification was not included in this 
final report. The ethical focus toward data collection ensured that the participants were assured 
of their confidentiality, they felt comfortable with the theoretical nature and process of the study, 
and the voluntariness of their consent was not compromised by power relationships, deception, 
or undue consent. It was anticipated that the telephone method of interviewing would mitigate 
the rank/power relationship differential between the researcher and the interviewees, and that 
gender sameness would result in “richer” data (Block & Ersksine, 2012, p. 436) and a higher 
likelihood of participation.  
The ethical focus toward analyzing the data and writing the final report was on the 
accurate interpretation and reporting of the members’ perspectives, while recognizing the 
researcher’s strengths and limitations due to the researcher’s own dispositions and habits that 
affected the study (Hunt, 2010). Within this final report, the researcher attempted to minimize 
her own personal views and biases, and did not include changed or altered findings with the 
exception of some minor details, in order to further protect the identity of the respondents. 
However, the researcher’s own military experience also lent itself to insightfulness during data 
analysis. This thesis contains some unexpected and contradictory findings that indicate the need 
to conduct further research. The researcher represented “the situation as accurately as possible” 
(Creswell, 2012), and provided an accurate and rich analysis, including an in-depth 
89 
 
 
understanding about the interviewees’ perspectives, in order to frame their unique shared 
patterns within their culture of the CAF.  
The respondents were asked if they would like a copy of the final report, and all of the 
respondents indicated that they would like a copy forwarded by e-mail to their preferred work or 
personal e-mail addresses. The participants were advised that Brandon University will review the 
project with the purpose of the researcher attaining a Master of Education degree. The 
Department of National Defence will use the final report in coordination with collection from 
other sources, including internal research projects such as Your Say Survey (Government of 
Canada, 2016). The participants were also advised that the results will assist DND to focus its 
efforts to combat inappropriate sexualized behaviour in support of the Operation HONOUR 
initiative; shaping future research project, victim support services programs, etc. (Government of 
Canada, 2017a). In addition, the participants were advised that no papers, articles and/or 
conference presentations will be published without the DND sponsor’s prior review, and the 
DND/CAF reserves the right to insist on clarification/amendment/change of any sensitive 
information set out in any paper that could harm the DND/CAF; such information is defined in 
regulations and orders (see Appendices F and H).  
Collection, Storage, Handling, and Transfer of Data 
The collection, storage, handling and transfer of all data collected, whether written or 
unwritten, were protected from unauthorized access and use, disclosure, modification, theft and 
loss (Canadian Institutes of Health Research, Natural Sciences and Engineering Research 
Council of Canada, and Social Sciences and Humanities Research Council of Canada, 2010).  
Study identification numbers were used as participant identifiers, password protected on a 
Universal Serial Bus (USB) with the password known only to the researcher and not recorded. 
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The USB was labelled as Protected B and locked and stored in a cabinet separately from the 
informed consent forms, which were stored separately from the interview data collection. All of 
this material was stored in the same manner, in accordance with CAF security policy (all within 
separate Protected B cabinets, and classified as Protected B – as per CAF protocol), placed in 
double envelopes and labelled “TO BE OPENED ONLY BY CAPT PAHL.”  
The collected data and consent forms will be retained only as long as required for follow-
up and for the purpose of the study, and will be destroyed by the researcher in April 2022. These 
materials were transferred to the researcher’s home in May 2018 (at the time of the researcher’s 
retirement), and locked in a steel combination safe with the combination known only to the 
researcher and not recorded. When they are destroyed, the paper shredding process and 
audiotape erasure will be witnessed by the Base Personnel Selection Office at Canadian Forces 
Base Halifax, in accordance with National Defence Security Orders and Directives (Director 
General Defence Security for the Department of National Defence and the Canadian Armed 
Forces, 2015, Chapters 6-77), and DAOD 6000-1 (Government of Canada, 2017c).  
The study was conducted per the research protocol and consent forms approved by both 
the National Defence and Canadian Armed Forces’ SSRB, and BUREC. 
Trustworthiness and Triangulation 
 Applied to qualitative research, trustworthiness provides supporting evidence to ensure 
the accuracy and consistency of the study (Hittleman & Simon, 2005). The trustworthiness of the 
study was influenced by the researcher’s question because it was necessary “to have a research 
question that is focused, concise and relevant” (Bekhet & Zauszniewski, 2012, p. 42). The 
interviews followed the moderator’s guide (see Appendix C), using the list of open-ended 
                                                          
7  This website is no longer accessible to the public because it has been updated. 
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questions approved by both the SSRRB and BUREC (see Appendix I). Case study interviews 
usually employ open-ended questions, since they do not restrict the views of the participants and 
are sensitive to the participants’ challenges (Creswell, 2012).  
 The researcher’s self-reflection of her own role within research was recognized as having 
influenced the interpretation of the data, and references to relevant literature and previous studies 
were used to ensure accuracy of the findings (Creswell, 2012). The trustworthiness was also 
influenced by the collaborative effort among the researcher and the participants, the participants’ 
accurate verification of their own interview transcripts (including additions or deletions), and the 
researcher’s identification and acknowledgement of both the strengths and the limitations of the 
study. 
Trustworthiness was influenced by the researcher’s ability to organize the study, create 
rapport and interview, and transcribe information. Trustworthiness was first achieved by 
adhering to the scripted questions yet providing flexibility by asking questions, clarifying, 
requesting examples of ideas or behaviors, and creating a highly mindful conversation with each 
of the participants during the interviews. The researcher also played and repeatedly replayed the 
interview recordings in order to make accurate transcriptions. Then the participants were 
forwarded their transcripts for review, with highlighting and comments to indicate unclear words 
or phrases. In the case of the participant who had typed her responses to the questions, the 
researcher forwarded questions highlighted on the transcript for clarification. The researcher 
initially attempted to deploy consistency of coding and thematic analysis and interpretation of 
the data by colour coding the responses, but found a more suitable method by charting, grouping, 
and comparing all of the responses in varying colours of ink, in order to provide a visual 
comparison/reminder that increased efficiency and relied less on the researcher’s memory, and 
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ensured that no data was unintentionally missed. Codes were developed and further refined 
during this process and were grouped into themes. 
Applied to qualitative research, triangulation is the process of confirming evidence from 
different types of individuals, data, or methods of data collection via descriptions and themes 
(Creswell, 2000; 2012). In the current study, triangulation was achieved by collecting data from 
the interviews and from the researcher’s notes. The interviews were conducted with 10 members 
who were serving or had served within each element and within nine occupations within a 
variety of rank levels ranging from Corporal to Sergeant. The researcher decided to interview 
two members within the same occupation who were serving on two different bases, because 
more than one member from an occupation expressed interest in the study, volunteer participants 
were difficult to obtain at certain times during the year, and the researcher’s retirement date was 
altered to be earlier than originally anticipated. Triangulation was also developed by re-reading 
the transcripts repeatedly in order to ensure that all information was considered.  
Sampling 
 The sampling method that is applied to the case study selection greatly impacts the 
outcomes of the research. The aim of sampling within the qualitative research is not to create a 
generalization within a population, but instead to develop an increased understanding of the 
primary phenomena (Creswell, 2012). Qualitative sampling requires flexibility, and sampling in 
small numbers, in order to study more in depth and detail, and sampling is completed when no 
further information was provided (Tuckett, 2004). However, when the complexity of the results 
diminishes, the study becomes further laborious with additional subjects (Creswell, 2012).  
In the current study, the sampling was both homogenous and purposeful. The participants 
who were chosen for sampling were primarily homogenous and typical in nature, because they 
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appeared to be “typical” (Creswell, 2012, p. 208) of females within their specific occupations 
and elements who had been assimilated into the culture of the CAF and their occupations. 
Purposeful sampling resulted when the researcher identified potentially female members 
based on their first and possibly second and third names only (such as Jane or Alice). Then the 
participants were identified as belonging to the Regular Force, self-identifying as female or 
“other,” serving in the ranks of Corporal to Sergeant, and confirmed as being employed in male-
dominated occupations. Random selection was conducted when the potential participants’ names 
included varying age groups and bases/elements. The names within occupations were copied and 
pasted, and then randomly selected via a computer program (further detailed on pages 95-97).  
Individuals with specific criteria were consciously selected by the researcher, only in 
order to ensure that the participants met the required characteristics. At least three individuals 
from each element (Navy, Army, and Air Force) were selected, with an attempt to interview at 
least one female within each selected occupation, although an imbalance in elements resulted 
when members did not volunteer or were considered ineligible for the study. This imbalance was 
offset by the fact that 5 of the 10 participants had previously served in one or two other elements 
during their careers.  
The following criteria were applied to purposefully sample the potential participants: 
1. The participants identified as female or other in gender and were currently serving in 
the CAF. 
2. The participants were serving in the ranks of Corporal to Sergeant. 
3. The participants may have voluntarily (and not have been compulsorily or voluntarily 
reassigned) transferred from a previous non-combat arms but male-dominated 
occupation. 
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4. The participants were currently serving in male-dominated, non-combat specialist 
occupations. 
5. The participants were selected from occupations that were described in the 
occupation specifications generated by the Director Personnel Generation 
Requirements (DRPG) as highly physical in nature, and as primarily oriented toward 
either the indoors or outdoors (Commander Military Personnel Command, 2018).  
6. The participants were selected from occupations within the following classifications: 
Engineers, Technicians, Sensor and Radar, Public Protection, Telecommunications, 
Air and Ship’s Crew, and the “Other” (Government of Canada, 2018e, sect. 1) 
specialized occupation of Intelligence Operator.  
7.  The participants were selected from occupations that could be associated with 
traditionally female roles, including health care or administrative and support roles, 
provided that they had been previously employed in an occupation specified in 
paragraphs 5-6.  
8. The participants were selected from the DPGR’s Occupation/CM finder website 
located on the Defence Information Network (DIN) at 
http://cmpapp.mil.ca/dgmc/en/career/occupations-list.asp8  
9. Once an occupation was selected that fell into the categories listed at both numbers 5 
and 6 above, the trade and its associated “Positions” were selected to reveal the “APS 
Openings” website that provided the search filters to seek the desired “Rank” 
(Corporal, Master Corporal, or Sergeant rank level), “Province” (Nova Scotia), 
“Country” (Canada), and “City.”   
                                                          
8  This website is no longer accessible to the public because it has been updated. 
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Identification of Potential Participants 
A Microsoft Excel spreadsheet of the data was then generated from the information, 
thereby eliminating irrelevant headings and their associated data. The process of identifying 
females who were predicted to be serving in each trade was subjective on the part of the 
researcher, since the names that appeared to the researcher to be likely associated with the female 
gender were identified as female (based on the researcher’s impressions of traditionally female 
first and/or middle names). Any names that appeared to be potentially male, androgynous, or 
unfamiliar to the researcher were assigned question marks. These names marked with a question 
mark were then inserted into the website GenderChecker (2018), in order to assist with gender 
identification.  
If a name was not included on the GenderChecker (2018) site, it was identified with a 
question mark. The number of identified potential female-identified names was added to the 
number of identified female names, and the total number was divided by the number of members 
serving in an occupation. This final number generated a percentage that indicated potentially 
whether there were less than 30% of females or more than 70% of males serving in each 
occupation. However, only those names that appeared to the researcher to reflect traditional 
female names were contacted.  
One member was both misidentified and contacted by the researcher because his first 
name would normally be associated with the female gender. The member responded by 
contacting the researcher in order to express interest in participating in the study. His gender was 
established, and the researcher advised the member that because of his gender he did not qualify 
for the study. He was thanked for his interest, but excused from participating.  
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The occupational career managers were not contacted because the unlikely event did not 
occur that the researcher was unable to locate enough identified females (including those 
identified as potentially females) within an occupation, rank level, and location because of the 
uncertainty of gender associated with the given names indicated on the website.  
 In order to apply random selection to each list of the generated names within each trade, 
the researcher titled one column on a Microsoft Excel spreadsheet “Names” and copied and 
pasted all of the female-identified names in a trade into a Microsoft Excel spreadsheet. A 
separate column was titled “Random #” and the “RAND” function was applied to the names. 
Another column was titled “Values,” and the “Random #” column was copied and pasted via 
“Special” (“Values”) into the “Values” column. The “Random #” column was then deleted. All 
rows were then selected, and the command “Data” and “Sort” for the “Values” column was 
applied. The first names were selected on the list to contact, then the second name, etc., until a 
member responded. In order to most efficiently invite members and reduce members’ potential 
disappointment in not being able to participate in the study, only two members were 
simultaneously invited to participate in the study. However, this number increased to five 
members being contacted simultaneously during the summer and holiday CAF’s leave periods, 
since the response rate was observed to be significantly lower during those particular times.  
Data Collection 
 Qualitative data collection requires a multiple-method procedure, participant 
involvement, and any data that contribute to the understanding of the case studies, including 
observations, interviews, and transcripts (Creswell, 2012). The primary considerations in this 
study’s data collection included the number and locations/elements associated with the case 
studies, method and timing of the data collection, and types of data to collect (Sarker, Xiao, & 
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Beaulieu, 2013). Additional considerations included the granting of permission to photocopy the 
signed, dated and witnessed consent forms, design of the protocols or instruments for data 
collection and recording, and attention to potential ethical issues that arose during data collection 
(Creswell, 2012).  
 The data sources for this qualitative case study included CAF documents that were 
available only to CAF/DND employees (lists of serving members in all CAF occupations), 
audiotaped interviews, and researcher notes.  
Interviews 
The interviews were the most informative type of data collection for this study, and 
telephone interviews were conducted when one-on-one interviewing was impractical or 
impossible. The participants were able to describe personal experiences in detail, and the 
researcher was able to ask specific questions in order to elicit information. However, the 
interviewees were assumed by the researcher to possibly have “filtered” (Creswell, 2012, p. 218) 
their information, and they may have provided deceptive feedback or responded according to 
their perceptions of the researcher. In addition, on two occasions the recording equipment either 
malfunctioned or was used improperly by the researcher and, although accurate notetaking was 
attempted while attending to the process of actual interviewing, this method proved to be 
unsuccessful to capture all details within the interviews. The reasons for conducting the 
interviews, method of verbatim transcription of the results, and the storage and usage of the 
results were explained to the participants in both the e-mail invitation and the consent forms (see 
Appendices F and H) prior to the study, and they were restated immediately prior to the start of 
the interviews. 
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Research that has been conducted with CAF members has often taken the form of 
Internet surveys, focus groups, and observation, as opposed to interviews. Therefore, 
interviewing as a method of data collection could be considered unique and perhaps more likely 
to elicit participation. Although telephone interviews resulted in similar data collection to one-
on-one interviewing, it is possible that sensitive information, when revealed, could have been 
either more or less forthcoming by telephone. Telephone interviewing was also considered a 
highly appropriate method of data collection when anonymity was a concern (one participant in 
particular had expressed a strong concern regarding her anonymity), open-ended questions were 
asked at Appendix I, and purposeful sampling was applied because it reduced bias (Block & 
Erskine, 2012).  
Interview process. The dates, timings, and locations of the interviews were negotiated 
with the participants prior to the interviews, and they were reminded that a private location with 
no distractions was preferred. At the choice of two interviewees, onsite interviews were 
conducted in the researcher’s closed and locked office, with a sign that indicated an interview 
was in progress. Because she was engaged in pre-deployment training, one participant requested 
to complete the interview by responding to the questions in typed format rather than either a one-
on-one interview or telephone interview. Following a discussion with the researcher’s academic 
advisor, the researcher forwarded the interview questions to the member, then forwarded 
responses to the member in order to clarify points, and applied the typed data to the results of the 
study.  
The method of both telephone and face-to-face interviewing was semi-structured. This 
type of interview is the most common type conducted in qualitative research, and it requires that 
the researcher apply predetermined questions, seek further information for clarification, or 
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explore further relevant issues that arise (Doody & Noonan, 2013). In the current study, the 
information that was received from the literature review, pilot study, and revised interview 
questions was used to both probe and prompt participant responses and clarifications during the 
interviews. The information revealed by the respondents depended on the questions that the 
researcher considered important and relevant to the study, and also relied heavily on the 
researcher’s skills and was influenced by her own biases and methods of interviewing.  
Each interview began with the researcher verbally requesting the member’s permission to 
audio-record the conversation, and the researcher again asking the participants if they had any 
questions prior to the interview. Then the information that was included in the consent form was 
briefly reviewed, including the purpose of the study and the availability of the results on 
completion of the study (Creswell, 2012). The participants were again informed that they would 
be provided their typed transcripts shortly following the interviews, in order to verify the 
conversations, add any additional information that they may have thought of following the 
interviews, and make amendments or deletions if required. At the end of the interviews, the 
participants were asked if they had any questions or if they would like to discuss any information 
that was not covered, and they were thanked for their participation. They were also reminded of 
the confidentiality of their responses and the use and dissemination of the results (Creswell, 
2012).  
The researcher’s task as the interviewer included the following responsibilities: follow 
the interview protocol/moderator’s guide (see Appendix C) with each respondent in the same 
manner, protect the respondents’ privacy, respect their opinions and positions, and confirm both 
their military and educational backgrounds. This process was intended to place the respondents 
at ease, assist with the development of rapport, and motivate them to share detailed information. 
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In addition, the approved results of the study will be forwarded to all of the participants who 
expressed a wish to receive them in the manner that they desired (via e-mail).  
Interview questions. While the interview questions (see Appendix I) followed the same 
format for all of the participants, flexibility was exercised so that not all of the questions were 
asked in the same order or manner, and additional questions were added, in order to develop a 
conversationalist style that encouraged “depth and vitality” of responses (Doody & Noonan, 
2013, p. 30). Military members are often difficult to contact due to their schedules including, for 
example, shift work and leave during summer and winter seasons. Therefore, instead of 
contacting individual members by telephone to clarify missing or unclear data, the researcher 
sent out draft interview transcripts with highlighting and notations and forwarded to the 
participants for their review. Only in the case of sensitive information was a participant 
contacted by telephone for clarification. 
Language considerations. The e-mail invitation (see Appendix F) identified that the 
interviews would be conducted in English. Because one member requested to have the questions 
forwarded to her in French, the researcher submitted the questions for informal translation by the 
second language section at Canadian Forces Base Halifax, and then e-mailed them back to the 
member. The researcher advised her that it was possible to ask the questions in her second 
language at the time of the interview, but because of the researcher’s second language limitations 
the interview would still need to be conducted in English. Following a review of the questions in 
both official languages, the member decided to complete the interview in English. No 
communication difficulties appeared to occur prior, during or following the interview, and the 
interview proved to be both rich in data and a very valuable contribution to the findings of the 
study.  
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Researcher Notes 
The documents and interviews were augmented by the researcher’s own impressions and 
interpretations of the data. The notes included the researcher’s insights and themes that emerged 
prior to or during the interviews. They were planned to be the primary method of recording in the 
case of audio equipment malfunction (Creswell, 2012), although this method did not work well 
because of the difficulty of attending to both the content and notetaking throughout one interview 
in particular in which the recordings were lost.  
Both the accuracy and thoroughness of the notes, while important, became much less 
vital in importance as compared to the ability of the researcher to obtain a clear recording of the 
participants and interact as efficiently and effectively as possible during the interviews. This 
interaction was critical, in order to obtain as much information as possible within a short period 
while still focusing on both content and attending behaviours. The telephone interviews also 
provided psychological distance from the researcher and the respondents, which eliminated the 
ability to note direct observations and increased the necessity to attend to the feelings of the 
participants, particularly when topics arose that reflected a high degree of sensitivity. Note taking 
also affected the quality of the study’s results, and distinguished between what was actually said 
or observed from the researcher’s analysis of what was said or observed (Devers & Frankel, 
2000).  
Data Analysis 
The purpose of data analysis was to organize and manage the large amounts of data that 
were collected from the study, in order to answer the research question that was the focus of the 
study. A phased approach to data analysis was applied by initially organizing the materials into 
file folders by participants, including all interviews, documents, and notes. The interviews in 
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their entirety and field notes were then transferred to a computer document, using interview and 
observational protocol in order to prepare the transcription for coding. All of the material was 
clearly labelled and indexed for ease of reference, and the computer documents were then 
printed. The initial analytic task required developing a general overview of the data, and then 
beginning both the laborious and time intensive task of coding the data (Creswell, 2012).  
Once the transcripts were finalized, they were initially reviewed without making notes on 
them, and instead an initial impression was recorded. The transcripts were then re-read in more 
detail, notes were taken, and summary statements were made on the interview transcripts in order 
to identify broad ideas. Numerous and varied categories were then created on a separate page, 
with notes linking the concepts to the categories. The categories were then colour-coded to 
provide a visual representation to the researcher. A final close review of the transcripts was then 
conducted, in order to ensure thorough data coding and categorizing.  
During analysis, the data were explored repeatedly by simultaneously segmenting and 
analyzing until all of the possible differences and similarities were exhausted. An inductive 
process was applied, in order to convert detailed coding to a small number of categories, and an 
iterative process ensured that the researcher cycled back and forth to analyse the data and fill in 
missing information until the saturation point was reached. The results were then interpreted by 
reorganizing the data into a small number of short-worded broad themes (Creswell, 2012).  
The researcher is both a graduate studies student and a novice researcher, so the method 
of coding the data was no more complex than open, axial, and selective coding. However, 
descriptions of the people, places, and events were also provided when possible, following the 
initial reading and coding of the data, in order to provide as much of a detailed picture as 
possible (Creswell, 2012). In addition, the researcher recorded the process of developing codes 
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and categories/themes, whereby the development of ideas and the analytic process of decisions 
was charted throughout the data analysis (Froggatt, 2001).  
The coding procedure required continual revisions and labelling of the pieces of data, in 
order to link the data together by commonalities and in segments, and to generate broader 
concepts that entailed the codes (Froggatt, 2001). The codes were indicated by text segments in 
the left-hand margins of the paper copies of the transcripts, including the participants’ in vivo 
codes, and/or the researcher’s labelled codes. Lean coding was then applied, in order to reduce 
the number of codes to broad themes (Creswell, 2012).  
 The analysis was not conducted in accordance with each question that was asked, but 
instead by the themes that occurred throughout the transcripts. The themes were identified as 
important by the researcher, but also those themes that were created by the participants. The 
researcher’s focus was primarily on data that related to the research questions.  
Any explanations for the data that appeared to be missing or unclear were initially 
clarified by e-mail or telephone, then placed on the transcripts themselves and highlighted and 
forwarded to the participants for review. These changes, also referred to as “interviewee 
transcript review” (Hagans, Dobrow, and Chafe, 2009, p. 1), occasionally resulted in revising the 
coding or collecting additional information to clarify missing, unclear, or conflicting 
information, and to reinforce the relationship between the researcher and the interviewee. One 
member acknowledged receipt of her transcript but did not return it to the researcher. After 
sending an e-mail reminder with no response, the researcher advised this member by e-mail that 
the original transcript would be used for data analysis unless the member notified otherwise by a 
designated date.  
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The themes were separated into five categories, by breaking them down into the 
following sections: most frequent, expected, unexpected, difficult-to-classify, and unique. After 
this stage of theme identification, the researcher layered or interrelated the themes – a complex 
process in which the data was represented by interconnecting the levels of themes. The 
researcher’s final step in analysis was to assess the data in relation to responding to the research 
questions (Creswell, 2012).  
Of particular note during the data analysis stage was the researcher’s subjective 
perspective that affected both the analysis and interpretation of the results. The inductive stage of 
analysis required the researcher to be open to the research topic and the aspect of learning, and to 
accept the results, regardless of the researcher’s views. The understanding of the results reflected 
the researcher’s “tendency to discover the meanings which people give to their experience and 
considering the research participants as experts of their own lives” (Slysz & Soroko, 2012, p. 
38). Following the organization, coding, and thematic processes, the researcher compared the 
findings to the literature review, and wrote the final report. 
Research Limitations 
 The research limitations related to the processes of participant identification and 
sampling, interviewing, and data analysis.  
Selection of Occupations 
A highly flexible approach was required throughout the study, demonstrated by the 
selection of two prospective females within one occupation, and the selection of 00171 MSE OP 
and 00021 FLT ENGR occupations. Additionally, the only two members who volunteered from 
the “Public Protection” (Government of Canada, 2018e, sect. 1) occupations (00149 FIRE FTR 
and 00161 MP) completed interviews, but the audio data was not retrievable.  
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Identification of Participants  
 The sampling method erred on the side of caution. In all cases, identification of potential 
females was a subjective process. One potential participant self-identified as male because his 
name was identified by the researcher as traditionally female. Ideally, the identification of female 
participants would be indicated in a separate category at DPGR’s Occupation/CM finder website 
located on the DIN at http://cmpapp.mil.ca/dgmc/en/career/occupations-list.asp9 or each 
occupation’s career manager would identify the gender of the assigned members. However, the 
researcher considered this method to be impractical and laborious for career managers. 
Flexibility was also required to laboriously assign potential female gender to names within each 
selected occupation and then estimate the number of females within each occupation.  
In most cases, the identification of the percentage of potential females identified within 
the occupations fell well below Davis’ (1994) definition of a male-dominated occupation as less 
than 30% of females, or more than 70% of males (p. 25). Participants were also randomly 
selected from bases across Canada, which produced a less biased sample than if the interviews 
had been conducted in person. No contamination of results was derived from the networking 
sampling; the members were assumed not to have known each other or corresponded in relation 
to the study. Not all of the occupations were selected for study, and two participants were 
interviewed who were employed in the same occupation.  
Motivation of Participants 
 Although random sampling was an appropriate method of participant control, only those 
members who were interested decided to volunteer to participate. They may have been attracted 
to the study because of positive or negative personal experiences during their careers, or because 
                                                          
9  This website is no longer accessible to the public because it has been updated. 
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of their own ulterior motives. However, no contradictions were observed during the interviews or 
during data processing, and it was assumed that the respondents volunteered their time and 
energy in good faith for the purpose of research. 
Participant and Researcher Coordination and Resources 
Obtaining consent forms in a timely manner with the resources available to both the 
respondents (scanning and sending by confidential e-mail) and the researcher (no fax machine 
was available) proved to be challenging and delayed the interviews until they were received. 
Arranging data collection while responding to both the respondents’ and researcher’s work 
schedules was a difficult process, particularly during respondents’ leave or training schedules. In 
addition, one participant used her cell phone in order to conduct her interview in private, and 
data collection was made more difficult by the varying recording quality. Although the 
participation of one respondent who typed her responses was highly appreciated by the 
researcher, her answers were shorter and less rich in detail and meaning than the interviews that 
were conducted either face-to-face or by telephone.  
Language Considerations 
Ideally, interviews would have been conducted in both official languages, in order to 
obtain a more effective random sample of participants. Although the selection of participants was 
geographically unlimited within the country because of the flexibility of conducting telephone 
interviews, the e-mailed invitation indicated that interviews would be conducted in English only. 
Nevertheless, one volunteer requested a French language interview. The interview questions 
were translated into French and forwarded to her, but she then decided to have the interview 
questions read to her in English and she responded in English.  
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Interview Process 
 The researcher sent the questions to the respondents in advance of the interviews, and 
their overall feedback was that they appreciated the opportunity to preview the questions in 
preparation for their interviews.  
 The interview guide served as a logical and organized method of data collection. The 
method of interviewing included 2 one-on-one and 7 telephone interviews, all of which the 
participants had agreed would be recorded. Neither method appeared to the researcher to be more 
advantageous than the other. However, body language that would have cued the researcher to the 
participants’ affective state was not available via telephone interviewing. One respondent chose 
to type and forward her responses and these were integrated into the study data, but they did not 
contain enough detail in comparison to the other nine respondents’ transcripts. Other methods 
such as Skype (“About Skype,” 2018) may have been more effective than telephone 
interviewing, although all methods of interviewing have associated strengths and limitations.  
 Following the first interview, the wording “in the male-dominated occupation” was 
changed during the interviews. Instead, the term “your occupation” was used because the 
original phrase appeared to the researcher to be repetitive and unnatural, and could serve as a 
lead-in for the participants to focus their responses on the interaction with males within their 
occupations. Instead of undermining the value of the data, this change provided a more balanced, 
less biased view of females’ cultural experiences within their occupations and the CAF in 
general.  
 Two of the more difficult tasks within this study were deciding whether to probe, 
especially since the majority of the interviews were conducted by telephone, and choosing what 
information to report in order to protect the identity of the participants. 
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Audio Equipment Usage 
 Despite the researcher’s prior skills of simultaneously interviewing and notetaking for 
career interview purposes, the researcher was unable to pay “double attention” (Wengraf, 2001, 
p. 194) in order to formulate questions and responses during the interview and note-taking 
processes. Regrettably, two respondents’ interviews could not be used because either audio 
equipment malfunctioned or the researcher was unable to operate the equipment correctly. These 
experiences may have affected their impressions of research and their motivation to participate in 
future studies.  
Data Transcription and Analysis 
 Following the 10 interviews, the data from each interview was transcribed, and 
respondent validation was achieved when the participants reviewed their transcripts for accuracy. 
The process of transcribing the many hours of recorded material was difficult. Since the 
researcher was inexperienced at data transcription, repeated listening for accurate transcription 
and inductive analysis was required. It was also challenging to decide what data to include or 
remove and to what level of detail – all of which depended on the ability and judgement of the 
researcher. Seemingly simple decisions such as whether to accurately transcribe or alter 
improper grammar and potentially alter the impressions of the reader required consideration that 
impacted the final results.  
 Analyzing the data in a methodical and rapid manner was also challenging without data 
analysis software. The analysis was time consuming and took many unanticipated twists and 
turns before leading to the final saturation of coding and the final emergence of the themes.  
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Conclusions 
 The goal of this study was to answer the primary question “What are the experiences of 
females who are currently serving, and who have previously served, in predominantly male-
dominated, non-commissioned, non-combat arms trades?” The goal was met by the selection of 
the participants, their efforts toward participation, and the qualitative method of interviewing and 
analysis. While qualitative, quantitative, and mixed-methods research have limitations and 
strengths, the sensitivity of information revealed within the interviews indicated that a 
qualitative, semi-structured interviewing approach was highly effective and appropriate in order 
to answer this study’s research question. Regardless of the type of interviewing, rapport 
development was crucial to this study’s success because the respondents’ time and effort were 
extensive. Additionally, the building of rapport potentially lessened the impact of the rank 
disparity between the researcher and the respondents. The participants’ responses provided in-
depth and complex data that led to many relevant issues about which they appeared to talk 
honestly and freely. The responsibility of the researcher to provide unbiased, meaningful, and 
appropriate feedback (while also attending to basic counselling needs), particularly when 
receiving emotion data, was required to be foremost in mind at all times and was exhausting, 
fascinating, and rewarding.  
 Overall, the amount of data collected, including the typed responses to the interview 
questions, was sufficient in order to answer the research question, although the results are not 
generalizable to the CAF population because of the small sample size that was used. All of the 
research objectives were also answered, although the third objective, “To explore the congruency 
between women’s expectations, if any, and their perceived reality, of the cultural environment of 
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their occupations,” generated limited responses. It is possible that similar randomly selected 
populations could provide more extensive data in this realm.  
 This study provided the opportunity to give voices to a small segment of the CAF 
population who are often less solicited than higher ranking females to provide their opinions on a 
wide variety of topics that relate to the CAF, although they will likely assume greater roles of 
responsibility if they remain in the CAF. While the results may not be applicable to similar 
groups of members, the information provides a deeper understanding of this small population’s 
realities. It is transferable in that it may be of interest to women who have had similar 
experiences, the study’s sponsoring agency, and future researchers.  
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CHAPTER FOUR 
FINDINGS 
 Ten interviews were conducted, in order to understand the life experiences of females 
serving in the ranks of Corporal to Sergeant in male-dominated occupations within the Canadian 
Armed Forces (CAF), also referred to as the “Forces.” Four broad themes emerged from a non-
computer-generated qualitative analysis of the information that the ten participants provided. 
These themes are as follows: motivation, elemental differences, navigating gender, and the 
impressions of Operation HONOUR. Overall, significance in the themes related more strongly to 
the elements, or environments (Army, Navy, or Air Force) that the participants were employed 
in, with the exception of motivation (motivation related more strongly to the participants’ 
occupations). The theme of navigating gender was significantly affected by the number and type 
of postings throughout a participant’s career.  
Motivation 
 Motivation is commonly referred to in terms of intrinsic motivation – the act of doing 
something “for its inherent satisfactions . . . rather than because of external prod, pressures, or 
rewards,” and external motivation can be defined in contrast to internal motivation (Ryan & 
Deci, 2000, p. 56). The respondents’ motivations were explored in relation to their initial reasons 
for joining the CAF and their current service, and how these motivators affected their desire to 
progress within their military careers. 
Motivation Toward Enrolment 
 Seven of the ten participants reported that job security and financial stability played a key  
role in their decision to join the CAF. One member was a sole provider for her and her spouse’s 
dependent child, a second member knew she would become the sole provider for her children, 
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and a third member was subsidizing her extended family and wanted a college education. A 
fourth member noted that her primary focus was to pay off her student loans. Two others 
indicated that they were employed part-time and wanted full-time work (and one who also 
wanted “capital ‘B’ in benefits”). Another woman was unable to secure civilian full-time stable 
employment. One of these participants and an additional participant also associated the CAF’s 
medical and educational benefits with the anticipated job security and financial benefits. The 
woman who wanted to complete a subsidized college education as part of the requirement for her 
CAF occupational training added that the education would assist as a “fallback plan in case 
anything happened [to end her career] in the military.”   
Two of the ten participants indicated that having “fun” was one of their motivating 
factors to enroll in the CAF. One of them added that deployments and out of country postings 
further spurred her to join the Forces, and the other mentioned that both the opportunity to travel 
and “excitement” motivated her to join. Four members expressed initial motivation to join 
because of their interest in the type of work itself involved with their occupation or trade (that 
they accepted at the time of their enrolment). Nine of the ten participants reported that their aim 
on initial joining was to enroll in a particular occupation that they wanted at that time. Of those 
participants, three reported that they were offered their desired occupation by the CAF’s 
recruiting staff. Of those nine members, one noted that the recruiting centre advised her of her 
medical unsuitability for her preferred occupation, and another was informed by the recruiting 
staff that her two to three choices of occupations were “closed” at that time for recruitment. 
Three of the ten participants were enrolled in occupations that they expressed disinterest 
in (at the time of the study interviews). Two described their initial trades as a “stepping stone” to 
enroll, and they subsequently voluntarily changed their trades to the ones that they originally 
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sought at the time of enrolment in the Forces. Both of these members reported current disinterest 
in the trades that they were originally offered and accepted, and a very high level of satisfaction 
and continued interest in the occupations that they had voluntarily transferred to and remained as 
their assigned occupations.  
One of the three participants noted that she would have joined the CAF years earlier, but 
she was repeatedly offered occupations in the recruiting centre that were of disinterest to her. 
Having originally requested requesting three non-traditional occupations, she added that she 
enrolled seven years later in a different non-traditional occupation that was not one of her three 
choices. Throughout the interview, she expressed limited interest in the type of work that was 
required within her assigned occupation, but very strong interest and dedication overall to her 
career in the CAF. Two of the members who were enrolled in the Air Control (AC OP) 
occupation had been interested in only that occupation on enrolment. During their interviews, 
they expressed intense interest in the type of work that is associated with this occupation. Four of 
the interviewees noted that although they had originally requested occupations other than the 
ones they were offered at their time of enrolment, at the time of the study interviews they 
reported a high level of satisfaction with their (currently) assigned occupations.  
Of the ten study participants, three indicated that they were primarily motivated to serve 
because it was a type of calling – two of whom indicated that they had wanted to join the 
military since they were children, and another since high school. Of those three members, one 
indicated that she had wanted to serve solely in a male-dominated trade. Only one of the 
members noted that she had sought a specific type of occupation at the time of her enrolment.  
One other participant reported that she had no specific occupation in mind to be assigned 
on enrolment, other than she was drawn to technology-based types of work. Another noted that 
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she wanted to interact with people, “not work in a small room all day,” and work in a higher 
intellectual capacity than what she felt was required in her previous trade. Another participant 
noted that while financial stability was her primary reason for joining the CAF, she also desired 
to “help people . . . wanting to do something meaningful.”  
One woman indicated that she had selected an occupation that had very limited 
information available both online and at the recruiting centre. She added that the lack of detailed 
information actually piqued her interest in that occupation, and she was questioned at the 
recruiting centre and by a superior during basic training regarding her motivation toward a 
relatively obscure occupation. She expressed thorough satisfaction with her originally assigned 
trade, although she added, “I don’t know if I would have joined this trade if I had seen the 
current recruiting video, because they make it look a lot more field oriented.” One other 
respondent indicated that the video depicting her assigned trade during her recruiting process 
appeared to be highly inaccurate when comparing it to the actual tasks that are required within 
her trade.  
Both parental support and non-support were mentioned by three of the respondents 
during their interviews. One member reported that her mother told her, “No . . . go to university, 
go to college, and when you’re older, you can make that decision” (to join the military), and she 
subsequently followed her mother’s advice. In another case, a participant reported that her father 
suggested she join the military, but expressed disappointment when she chose a non-traditional 
occupation instead of a more traditionally female-oriented occupation, such as “clerk.” She 
added that at the time of her enrolment, her skills were mostly unrelated/non-transferrable to her 
assigned occupation, but thought to herself, “That sounds interesting . . . I’ll try it!” She added 
that she does not now regret her occupational selection and has always enjoyed the type of work 
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associated with her trade. Another member noted that she was interested in commissioning as an 
officer when she served in the Primary Reserve, but that commissioning was “what my parents 
were telling me to do at the time.”  
Reflections on Enrolment  
When asked if they would have done things differently, if anything, from being recruited, 
trained, and employed in their occupations, the majority of the respondents indicated that they 
would not have changed any significant aspects of their military careers. However, two members 
indicated that when they had enrolled, they had expressed interest in commissioning as officers 
and were now somewhat disappointed that they had been unable to serve in this capacity since 
that time. A third individual noted that she was “medically declined” for an officer occupation at 
the time of enrolment but, after she was trained in her current occupation, she felt that she 
became “more attracted to the life of a Non-Commissioned Member than an officer.” A fourth 
member also expressed satisfaction with her decision to currently remain as a Non-
Commissioned Member (NCM). 
No indications of regrets for joining the CAF were evident during the interviews. 
However, two members who were employed in occupations that did not appear to be related to 
their three choice(s) of occupations upon enrolment in the organization indicated that it was 
somewhat of a struggle to enjoy their occupational tasks. In one case, the member added that her 
initial experiences were irrelevant to her assigned occupation, and the recruiting centre “really 
showed me nothing” (about her assigned occupation). However, she had enrolled prior to the 
extensive use of the Forces’ trend of initial online recruiting. She also expressed regret that she 
did not change occupations early in her career.  
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The second member indicated that she thoroughly enjoyed the environment associated 
with her assigned occupation. She possessed “some” prior civilian experience relevant to her 
occupation, but despite possessing a number of relevant transferable skills to her occupation, at 
the time of the current study interview she did not express a strong interest in the trade itself. A 
third member who was originally employed in a naval occupation indicated that, in retrospect, 
she would have waited for her desired occupation to become available (instead of selecting the 
“wrong trade altogether”), and then joined the CAF.  
Pride in previous achievements in a combat arms occupation was evident for one 
interviewee in particular. She added that the “tradition and friendship” aspects of her previous 
occupation/employment were the “highlights” of her career. Another interviewee, employed as a 
technician, also voiced, “The Forces couldn’t kick me out” because of her thorough enjoyment of 
the work in her assigned occupation. 
Two of the ten respondents indicated that they would have physically prepared earlier 
and more rigorously for the physical training required of them during their basic recruit training. 
Another member added that she would have liked to have talked to other females in the CAF in 
order to be better prepared for life in the military as a female. A fourth member disclosed that 
she regretted not having “paid more attention to my rights” while serving in the initial rank of 
Private. She noted that many members who are new to the military are allotted tasks that they 
would otherwise know are contrary to regulations, such as being advised to follow direction that 
is contrary to a member’s medical restrictions. A fifth member, despite having reported that her 
least favorite aspect of serving is the time required to spend away from her family, recounted 
how she made the decision to be posted away from her immediate family and live by herself (as 
117 
 
 
opposed to relocating her family), in order to accommodate the educational and medical needs of 
her family but still maintain her career.  
Motivation While Serving  
One woman expressed her intense interest in the type of tasks associated with her 
occupation and her conviction to remain in the Forces. She also described her current desire to 
potentially consider requesting a change in occupation in order to serve in a trade that she was 
hoping would involve more effective leadership and day shift work only. She was the only 
participant who expressed a longstanding interest in exiting her occupation. However, one other 
participant expressed intense desire to remain in her occupation, but was facing a potential 
medical release. Several times during her interview, another member expressed her fear of not 
being able to maintain the required physical standard to remain in her CAF career.  
Of the four members who reported that they wanted to commission (as officers) on 
enrolment but were refused the opportunity at the recruiting centres, three noted that they 
received vague or unclear advice at the centres why they were unable to commission. However, 
one member indicated that she was advised to complete additional schooling in order to be 
eligible for commissioning. During her occupational training, however, she became aware that 
the recruiting advice she received appeared to have been inaccurate.  
Motivation Regarding Commissioning 
 At the time of the current study interviews, one participant reported that she was in 
process of applying to commission, and her previous intent was to commission on enrolment. 
When asked what her future plans would entail if she was not selected to commission, she stated 
that she would “keep reapplying” until she was selected. 
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Four of the interviewees indicated that throughout their military careers, they had been or 
were currently employed in supervisory roles. None expressed particular interest or enjoyment in 
consistently supervising others, and two of the participants referred to this disinterest as a 
contributing factor to their least favorite aspects of serving in the military. On the other hand, 
three of the interviewees noted that they wished to progress within their occupations, in order to 
more effectively assist and mentor other females in their occupations and in the CAF in general. 
One of the three women stated that she would also like to “progress through the ranks, so I was 
going to work hard to do that . . . look at other ways that I can do things, or maybe help other 
females or something.” Another member noted that she wanted to progress in rank, in order to 
“treat people the way I want to be treated . . . I want to stay in [the CAF] to make that kind of 
impact.”   
Support to Members by Superiors and Peers 
Support from superior ranking members was a strong motivating thread woven 
throughout many of the interviews, whether it was provided either early on or at a highlighted 
pivotal moment in a career. In conjunction with this support were the following statements: “You 
get what you give,” “You have to give back,” and “You give back what you get” communicated 
by the women throughout their interviews. In all cases, the comments were positively related to 
the concept of hard work that resulted in supervisory support when these women either needed or 
did not expect it.  
One participant in the Army recounted the unexpected and extensive time off provided by 
her supervisor when a member of her extended family fell seriously ill. The member disclosed 
that the support, in turn, fueled her motivation to work harder for the organization. Another 
member listed a number of de-motivating aspects of her occupation: strong physical demands, 
119 
 
 
shift work that resulted in parenting difficulties, and men who were occasionally unwelcoming to 
females in general within her trade. However, she mentioned that she was grateful she had not 
been placed in a position to choose to leave the military when she was posted to environments 
that did not require her to fly her children out to be cared for by extended family members. 
Advised by her superiors, “Send your kids back to your parents to look after them,” she added, 
“Not all parents are equipped to do that.” Incidentally, she was the only participant who 
mentioned any supervisory mentorship throughout her career. She noted that she had “some ex-
bosses and friends to call . . . they’ve helped me throughout my career.”  
Three members who were previously or currently serving in the Army, and one member 
who was currently serving in the Air Force had noticed that their peers and instructors were very 
supportive of everyone within their basic training courses. One interviewee added that her 
instructors advised her to “just not quit” (running) during training and she would finish last but 
would still pass. Another member stated that her peers were “very flexible . . . very 
understanding.” Nevertheless, she added that some of her female peers were very averse to 
working in an Army environment. According to her, “They shouldn’t have picked the trade in 
the first place.” A third member humorously recalled that during her basic training she and her 
fellow recruits were “all treated like dirt equally.”  
Another Army member reported having received “tremendous support” by the Forces 
overall when she was managing marital stress and breakdown. These issues, she noted, then 
resulted in critical parenting difficulties. On the other hand, she said that some members either 
do not or do not know how to plan for emergencies. She added that emergency care provided by 
the military is “very inadequate” and members must rely on both civilian and military friends 
instead of the CAF for this type of support. This member also referred to the CAF’s 
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psychological and spiritual support services as “great services available . . . you have to decide, 
though, if someone is the right person to assist.” One other member also reflected favorably on 
the Forces’ mental health training because it helped her to cope with the stressors of both her 
career and personal life. 
One interviewee reported having received non-elicited, unexpected, and full support by a 
senior Non-Commissioned Officer (NCO) when she expressed her desire to change her 
occupation early on in her career. She noted that she had also received strong support from her 
instructors when she struggled during training in her previous combat arms occupation. Another 
woman indicated that the fact that her trade course instructors were technically highly skilled and 
treated all students equally laid the foundation for decent treatment throughout her years of 
training. She also recounted a time when she had been “protected” by her chain of command 
from potentially receiving an unjustified poorly rated Personnel Evaluation Report (PER) that 
would have negatively affected her ability to be promoted in rank.  
The interviewees also reported incidents of a sexual nature that occurred prior to the 
CAF’s Operation HONOUR initiative when their male supervisors provided immediate and 
effective support. One woman noted that during basic training, a fellow male student called her a 
derogatory name and her instructors dealt with the matter immediately and severely. Another 
participant recalled a time when a male peer made an inappropriate sexual comment to another 
female on basic training, and this incident was also dealt with in a similar manner.  
A third participant reported that during a deployment and following a social event that 
was attended by other countries’ soldiers, her supervisor (a senior NCO) ordered her to barricade 
her room in order to avoid a potential sexual assault. Another member reported that following a 
period of longstanding sexual harassment by a direct supervisor, her unit’s Deputy Commanding 
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Officer became aware of her situation and intervened, immediately ending the harassment. 
Another interviewee noted that immediately following an incident of verbal sexual harassment 
directed at her, a witness reported it and the transgressor was charged under the National 
Defence Act (Government of Canada, 2017b). 
Indirect supervisory support was noticed by another participant when she recounted that 
an officer regularly participated in fitness activities with the unit. The officer communicated in 
what this member considered to be a “genuine way . . . treated us like we were as good as she 
was” to all of the unit members during fitness and general garrison activities. Another member 
recalled a male co-worker repeatedly verbally harassing her about her sexual orientation, but she 
managed it by herself and with a male co-worker’s moral and verbal support. She added that as a 
result of her experiences within her current occupation in particular, members are often expected 
to resolve personality issues on their own without interference from the chain of command. She 
noted that this often, although not always, served as an effective method of self-regulation within 
the occupation.  
Two members added that during their service under “poor” or “bad” senior NCOs’ 
leadership, they considered releasing from the military, and when the leadership changed, they 
became re-motivated to continue to serve in the Forces. At the time of the current study 
interviews, only one participant expressed a desire to potentially release from the CAF, although 
two indicated that they may be medically released in the future, and none of the members 
expressed interest in transferring to the Primary Reserve in the foreseeable future.  
Motivation Regarding Career Progression 
During the interviews, the researcher observed that all of the interviewees expressed 
either a strong desire to progress in rank and training, or an interest in employment linked to 
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specialty training that they were selected to complete. In addition, all of the interviewees 
expressed a great deal of enjoyment when they spoke about the technical aspects of their 
occupations and managing busy, difficult, and mentally stimulating and challenging situations 
during training or employment. Furthermore, a member mentioned that when she arrived home 
from an overseas deployment, she felt a “little lost” because she did not have an extremely busy 
schedule to manage and was required to take standard mandatory leave (time off of work).  
Two participants stressed throughout their interviews that members must be “self-
advocating” in order to progress within their careers. Another member noted that “volunteering 
for extra duties . . . do stuff outside of work” also contributed to her ability to progress in rank 
and remain motivated to serve. However, both members also stressed that it is the leadership’s 
responsibility to recognize and assign members, in a non-biased manner, to successive positions 
throughout their careers. They added that all members should be provided equal opportunities to 
progress and, in turn, develop junior members within the military.  
One member expressed strong intrinsic interest in relation to her work, but concern 
regarding its extensive environmental hazards – although not enough to motivate her to attempt 
to change occupations or voluntarily terminate her employment. Two participants recalled being 
the least motivated in their military careers were when they were tasked with work that they were 
not trained to do or that involved redundant tasks, or when they were not provided training or 
challenging tasks during a period of consecutive months. 
Elemental Differences 
 The CAF has been described as a “unified institution” of the armed forces of Canada, 
consisting of the sea element (the Royal Canadian Navy, or RCN), air element (the Royal 
Canadian Air Force, or RCAF), and the Canadian Army (Canadian Armed Forces, 2018). The 
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Forces is further broken down into the Regular Force – described as the full-time military, or the 
Primary Reserve – described as the part-time military (Canadian Armed Forces, 2018). Within 
the current study, all of the participants were serving in the Regular Force, and two had 
previously served in the Primary Reserve. The findings presented often correlated to the 
environment(s) that were associated with the participants’ workplaces, whether they were 
serving in garrison or in a more operational-oriented field role.  
Element Designation, Environments, and Postings 
 Element designation (the Army, Navy, or Air Force elements and their associated 
uniform assigned to a member) is not considered as relevant to the study’s results compared to 
the environment(s) that were assigned, via postings, to the interviewees. The service designations 
did not always reflect the actual environments in which the interviewees participated. For 
example, if a member is trained as a Mobile Support Equipment Operator (MSE OP) and is 
assigned the Air Force environment and uniform, this does not necessarily mean that the member 
will participate in the Air Force environment if posted instead to either an Army or Navy 
environment. On the other hand, the Air Force environment has been consistently designated to 
the AC OP occupation. However, an AC OP who is posted to an Army versus an Air Force 
environment, for example, will have a different experience than a member who is posted to an 
Air Force environment.  
 Three of the interviewees either had served or were currently serving in a Navy 
environment. One of the three interviewees was currently serving in an Air Force environment, 
seven had served or were currently serving in an Air Force environment, and six had served or 
were currently serving in an Army environment. Two of the interviewees had served solely in an 
Air Force environment, and one had served solely in a Navy environment. Two of the 
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interviewees had served solely in an Army environment, although one had served in a field unit, 
operational station, and government office, and the other had served in a field unit, an office 
environment, and on deployment. Seven of the interviewees in total had served on deployment, 
and one member had served in all three environments and had also deployed. 
A field unit was described by the participants as a more operational-oriented environment 
that involves completing frequent exercises in a supervised and team setting within a 
field/outdoor environment. A deployment was considered to be a temporary relocation of a 
member in order to participate in a mission in an area of operation that did not include regular 
training or an exercise (Government of Canada, 2017f). None of the participants disclosed that 
they had served in other countries’ militaries. Two noted that they had previously served in the 
Primary Reserve before transferring to the Regular Force, and they had served in trades in the 
Primary Reserve other than their currently assigned occupations. One of the women had been 
employed in a traditional male-oriented occupation, but at the time of her transfer to the Regular 
Force she had been employed in a traditional female-oriented role. 
The Naval Environment  
Three of the participants who served or were serving in the Navy, and one who was 
serving in the Air Force, mentioned that they had observed or experienced a type of “old boys” 
or “old men’s” mentality during their military careers. Two of the participants who were 
currently serving in the Navy noted that the men’s “club” consists of usually older, male naval 
supervisors who refer to women in general as not “belonging in the Navy” because they believe 
that women are incapable of handling the required physical tasks. The participants recounted 
how these male supervisors also made life “difficult” for their female subordinates by not 
assigning them tasks that would help the women progress in their careers.  
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One other participant disclosed that a “few” of her male co-workers appear to see and 
treat women as “sexual objects.” Conversely, she added that there was a higher level of 
camaraderie in the Navy as a result of having to spend time awake and sleeping with the same 
people on ship. She noted that this closeness resulted in more extensive interpersonal/sexual 
harassment issues that she attributed in part to the members also drinking together while on ship 
and off duty. She also indicated that many members of the Air Force who were previously 
employed in Army trades were more likely to call her derogatory names. She and another 
participant also reported that while gender discrimination seemed to occasionally arise and cause 
difficulties for women, there were also male peers who attempted to assist them or do their work 
on their behalf. One of these participants added that she repeatedly advised her co-workers that 
she just needed assistance, but not that the task be done entirely for her.  
One of the three women who served or were currently serving in the Navy noticed that 
the percentage of serving women in her occupation had increased from her time of enrolment, 
and she believed that this would make it easier for women to integrate in the Navy element in 
particular.  
The Air Force Environment 
Three of the respondents who served or were serving in an Air Force environment 
indicated that they experienced no difficulties with their co-workers or supervisors within the 
environment. However, one of the three respondents also felt that she was treated with more 
respect by her co-workers and supervisors when she was employed in an office environment, as 
opposed to when she was employed as a technician. Another participant noted that her office 
environment was “very, very good . . . a very good learning experience” (as opposed to her 
previous technical environment).  
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One woman reported that both her male and female co-workers were competitive to the 
degree that they would attempt to “sabotage” each other’s careers, and this in turn motivated her 
to consider changing her occupation. However, two of the three individuals who served within an 
Air Force environment and at least one other environment described the Air Force as being the 
most “relaxed” element, an overall “more inviting” environment to females, and as having fewer 
interpersonal issues (as opposed to either the Army or Navy). Nevertheless, one of the three 
members also added that she and her co-workers experienced more difficulty when they were 
employed in a traditional Air Force occupation in an Army (versus Air Force) environment 
because it was a smaller unit that became more visible and subject to work scrutiny in the Army 
environment.  
The Army Environment 
One of the members reported that her employment in an Army environment “transcends 
gender,” since she and members of her unit were treated “very respectfully” and she did not 
notice “major differences between either the Army or the Air Force.” One participant who had 
served solely in an Army environment recounted how she had experienced more camaraderie in 
an Army field environment. She noted that her unit was comprised of small groups of members 
who worked together in the field, and members in the Army office environment lacked the 
discipline that she experienced with peers in the field. Another woman experienced the opposite 
effect when she indicated that men acted much more aggressively, derogatory, and “macho” 
toward each other in a field unit, but she noticed that they generally acted more professionally in 
operational station and government office environments. Another participant indicated that she 
observed a “Hooah, I’m macho” outlook from males in the Army environment, and a “tamer and 
more filtered” environment with men in the Air Force environment.  
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One of the participants who had served in a variety of environments reported more 
“locker talk . . . inappropriate comments” and the demonstration/acting out and discussion about 
physical prowess in a field unit. She provided examples of previously employed combat arms 
members “dropping and doing pushups,” suggesting to each other that they complete demanding 
fitness testing just for fun, and commenting to seemingly less physically capable members in the 
occupation, “If you can’t be a soldier first, then you shouldn’t be in it” (the Army environment). 
She attributed these types of comments to the much higher male-to-female ratio in a field unit. 
She had previously been employed in a male-dominated office environment in the same 
occupation, and likened the mix of ranks from the lowest ranking NCM to Senior NCOs to a 
“different environment” where members “are careful in what they say in any capacity about any 
topic, regardless of gender.”  
All Environments   
 One participant who had served in each of the Navy, Army, and Air Force environments 
stressed that there was “definitely a difference in the three elements.” She noted that the Army 
demanded much more respect of the rank structure and was “more disciplined than any of the 
others” (elements). She also indicated that the environment “makes a difference in how you form 
relationships,” and cited the requirement to look after each other more in the Army/the field in 
particular. She also observed that both the Navy and the Air Force were similar because they 
were “more relaxed,” and the members themselves expected to have “more done for them,” 
although she added that there was also a “hard core” outlook in the Navy. She noted that overall, 
however, the dedication to work shift work has decreased and the management of family 
situations has increased over time within all three of the environments.  
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Navigating Gender 
 The integration of a gender in a military culture requires learning and adaptation that is 
often not accurately depicted in movies, the media, or military recruitment advertisements. The 
women in this study entered the military with their own civilian perspectives and experiences, 
and were pressured by others and themselves to manage expectations within a male-dominated 
culture. Within this study, the findings relating to women’s adaptational styles and their 
perspectives regarding gender-based interactions within their male-dominated occupations are 
discussed.  
Self-Imposed Pressure 
 Three of the interviewees referred to “self-imposed pressure” as a method of progressing 
within their careers or coping in male-dominated occupations. However, the reasons for this type 
of pressure varied according to the respondent. Two of the interviewees mentioned placing 
higher pressure on themselves because of their occupational demands and wanting to be the 
“best” at their jobs as possible. Both of them added that this pressure was non-gender related. 
One technician reported that she felt females may have to “prove themselves a bit more.” 
Another member did not refer to self-imposed pressure, although she indicated that she was 
required to “work harder” and was “held to a higher standard” than her male peers.  
One of the respondents referred to her desire to prove that she was “just as good as the 
guys” as her reason for self-imposed pressure, although she also mentioned that her experiences 
within her occupation had been “super positive overall.” Another member felt that she had to 
“take on more jobs” external/unrelated to her actual job, in order to progress in rank among her 
male and female peers. However, she also noted that within her occupation, “the more jobs that 
you take on, the better the jobs you get.” She also expressed frustration with some males who 
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were “on the same par” with her, or whom she had “done training with,” but when she surpassed 
them in rank, they retaliated. Their retaliation, she noted, was attributable in part to their 
expressed belief that her rank/career progression was because their occupation was required to 
promote a certain number of females (as opposed to attributing her promotions to both her effort 
and expertise). However, she added that, overall, she also experienced very positive experiences 
with her peers, superiors, and subordinates throughout her career. 
A third member mentioned that both her interest in wanting to “do more” and “needing to 
be such a self-advocate” in order to progress in her career were the reasons for her own self-
imposed pressure. While a fourth member did not verbalize that she applied self-imposed 
pressure, she reported that just being one of a few numbers of females during basic training may 
have contributed to her being “judged on [her] performance.”   
One member mentioned that she experienced work-related pressure in general, but she 
believed women’s fine motor skills to be advantageous within her occupation. She and another 
member said that women tend to be physically/biologically disadvantaged, particularly in a 
highly physically demanding field environment. Both attested to struggling, but succeeding, with 
the physical demands in a field environment. One of the women stated, “Just physically, it is a 
fact that women are shorter and not as strong as the guys.”  
Male-to Male-Interactions 
 Two respondents did not mention male-to-male interactions throughout their interviews, 
and rank was not discussed regarding male-to-male interactions, with the exception of one 
individual who mentioned “peers” when discussing these interactions. Three respondents 
referred to “the males club,” the “Navy mentality,” and “the old boys’ club.” One described 
male-to-male interactions in general as “buddy-buddy and not so competitive,” whereby males 
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had fewer issues taking direction from male supervisors, but more “issues” taking direction from 
female supervisors. One of the three respondents reported, “They would listen to the male Master 
Corporal . . . but they wouldn’t listen to me or carry out the activities that I told them to do . . . I 
didn’t give them a reason not to. They just wouldn’t listen.”  
 Another respondent described males to be “more easygoing” and “less awkward” when 
interacting with each other than when interacting with females. A fifth respondent noticed that 
males have “more normal” interactions with each other (than with females). She noted that when 
conflict arises, they “manage it on their own and it is over and done with.” A sixth respondent 
described male-to-male interactions as “more straightforward.”  
 Two of the interviewees, one of whom referred to the “old boys’ club,” described male-
to-male interactions to be highly verbal; Army male-to-male interactions in particular were 
described as involving talking and joking in a sexual manner. Similar, yet “tamer” types of these 
interactions were described in relation to the Air Force, although “never from superiors” in either 
the Air Force or Army environments. One of the other respondents indicated that the males 
“name-call” each other names including” fags or jerks,” and demonstrated “aggressive behavior 
toward each other,” particularly in an Army environment, although they “don’t seem to have any 
problems or conflict with each other.” She referred to this behavior as an “acceptable” form of 
affection among men that would be considered unacceptable or would actually reflect conflict if 
demonstrated by women to other women. On a physical level, she reported that men also tend to 
“sit wherever they want to,” whereas “women will sit toward one side of the room together,” 
because the women generally do not relate as well as men to the types of topics that men want to 
discuss.  
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 Another interviewee also referred to male-to-male-interactions in a physical manner, and 
noticed that men tend to “horse around . . . slap each other on all sorts of body parts,” but they 
“tend to tone it down a bit around females.” Another woman noted that she did not notice many 
differences among male-to-male interactions, and two other women focused solely on female-to-
female interactions and male and female supervisory interactions.  
Cross-Sex Interactions 
 The interviewees recounted two instances when their male peers attempted to assist them 
in a field environment by trying to do the work for them (the women). The interviewees 
described the assistance as “frustrating” because they did not want the work done for them, but 
instead just to be assisted. One of these women added that over the span of her career, she 
“learned how to manage the guys” since she “learned how to speak up . . . to be more assertive,” 
in order to manage her interactions more effectively with her male co-workers. She concluded 
that her assertiveness had become “much easier with [the implementation of] Operation 
HONOUR.” 
 Another participant also referred to a field environment when she recalled her efforts 
related to “being one of the boys.” She also noted that she applied her own sense of humour, 
which also assisted with her interactions with males in that particular environment. Applying a 
verbal caution to the “odd guy who says stupid things” (clarified as derogatory remarks) 
appeared to have worked successfully for another interviewee in an Army environment, although 
she added that she ensured other people were within earshot so that she would have witnesses if 
harassing incidents recurred with an individual.  
One of the women who referred to the “old boys’ club” during her interview noted that 
during basic training, “as long as you did everything they [the male recruits] did, they’d respect 
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you.” Similarly, another woman indicated that during her basic training course, if a woman did 
not “hold her own by keeping up with the guys” (during physical training), or if the men had to 
“carry her rucksack for her and she never physically improves,” then the men “had no respect for 
her.” Another interviewee also referred to both the “multicultural” and the mixed gender 
environment during basic training, and added that it “made individual differences” less 
noticeable and contributed to a highly peer-supportive environment.  
 Two of the members referred to the CAF’s fitness testing to be the cause of their conflict 
with some of the males in their occupations. In one case, the males appeared to be “bothered by 
the difference in the EXPRES Test.” Although this fitness test was the one that the CAF 
previously applied to determine a passing standard according to gender (Government of Canada, 
2013c), one respondent recalled some men referring to the lower passing standard for women as 
“unfair.” The other woman noted that during her advanced occupational training, “a few of the 
males couldn’t pass their standard but they could pass the female one”; their frustration may 
have contributed to some resentment toward either serving women or the Forces in general. 
Another participant expressed frustration with both genders who often “strive to achieve only the 
minimum fitness standards.”  
 Two of the participants recalled having suppressed their own emotions as a method of 
coping with their occupations or the military in general. One of the women hypothesized that 
women “show more emotions but may hide them from the guys,” and another participant 
asserted that she had “learned to resist breaking down” in front of anyone throughout her time in 
the military and would “find a place to do it privately” if she needed to.    
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Female-to-Female Interactions 
 Five of the participants referred to the competitive nature of peer (versus supervisory) 
female-to-female interactions, although one mentioned that she felt “some women wanted to 
show that they were better than the men.” One participant described women as either “super 
competitive” or as a type of positive “buffer” among the women and men, making it easier for 
women to form a united strength or barrier against potential conflict with males. Two of the 
participants mentioned positive aspects of being able to share their experiences with female 
peers, particularly personal/biological aspects particular to women. One woman mentioned, “It’s 
definitely nice to have a female peer so that you can talk about girly things once in awhile.”  
When referring to a field environment, another interviewee suggested that the genders 
maintain a different standard of cleanliness in a field environment, adding that, in general, 
women “tend to like to stay a little more clean . . . and just sharing all the wet wipes around and 
stuff.” On the other hand, another interviewee mentioned that she and her female co-workers 
occasionally mentioned their menstrual periods to their male co-workers or supervisors, in order 
to create an uncomfortable atmosphere for the men and to bond in a humorous way with each 
other. 
Noting that females either “stick together or outwork each other to get to the top,” one 
respondent attributed the competitiveness among women to the fact that there were fewer 
females than males in her occupation. Another interviewee indicated that her relations in general 
with both genders within her career were “fantastic,” although she noticed that women could be 
“very competitive” and “cancel each other out.” She described the “cancelling out” as an attempt 
to overshadow or not assist other women in order to progress in their careers, and described 
female supervisors as “more career oriented” (than male supervisors).  
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One woman described “more drama and estrogen floating around” regarding women in 
her occupation. However, it was unclear how this may have affected her daily working 
environment or operations in general. Another participant summed up female-to-female 
interactions as “Some women wanted to show that they were better than the males.”  
Female and Male Supervisors 
 Nine of the ten participants discussed either female or male supervisory relations during 
their interviews. One participant mentioned one particularly effective female officer, although 
she added that her impressions of effective or non-effective leadership seemed to be solely 
personality versus gender based throughout her career to date.  
Two of the participants provided examples of extreme methods of leadership on the part 
of two female Sergeants. They cited the Sergeants’ aggressive and unprofessional behaviour and 
a biased approach to subordinates. They added that they felt that these supervisors “didn’t like” 
them, and this may have contributed to their negative interactions with them. One of these 
participants also mentioned that one of her supervisors was both charged and disciplined under 
the National Defence Act (NDA) for abuse of her authority (Government of Canada, 2017b). 
Both of these participants were unable to recall any positive experiences with female supervisors, 
and instead expressed an overall poor impression of female supervisors in general.  
 On the other hand, one woman employed within an Army environment referred to a 
particularly effective female supervisor who demonstrated “amazing leadership.” She expressed 
admiration and respect for all the female members at or above the rank of Sergeant within her 
occupation. She added her own impression of female leaders as “Women have a certain standard 
and seem to hold it.” However, her overall impression of males at these rank levels was that they 
did not seem to hold themselves to the same high standard, and some of them seemed to have 
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been promoted while working at a noticeably lower standard. Another participant expressed a 
positive outlook of female supervisors overall because they could “tell them [female supervisors] 
more about personal issues” and could expect a more “empathetic” outlook regarding their 
female subordinates. However, she added that male superiors were starting to “tiptoe” around 
females as a result of the implementation of Operation HONOUR. 
 Another interviewee believed that by wanting to “keep a standard” or “see potential” (in 
women), female supervisors actually place more pressure on female subordinates, and they are 
“definitely harder on women.” She also referred to her own experiences as a supervisor who was 
“gonna push the women harder ’cause I want them to do well and make it to the top.”  
Two participants described female supervisors as having “something to prove,” because 
they observed them being “harder on women.” One participant had two to three female 
supervisors, and she and another participant both described female bosses as particularly 
ineffective leaders. One of these women added that some female supervisors “try harder to not 
show that they have any favorites” by “being harder” on women.  
 One interviewee mentioned, “It’s easier to work for men, as they look after things up 
front . . . women tend to look after themselves a little bit more and will help you, but only if it 
doesn’t hinder their careers.” Another interviewee described male supervisors as appearing a 
“little more relaxed and not out to prove anything.” One member who was currently serving in 
an Air Force environment explained, “It’s much easier particularly to work with and for men.” 
Another member who was currently serving in an Air Force environment noted that male 
supervisors “always make an effort . . . well, not even make an effort, but they just treat 
everybody equally.”  
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One member noted that one of her male supervisors was particularly egregious, and a co-
worker confided in her that their supervisor advised him to injure her physically while they 
worked alongside each other (he refused). However, she recalled that this episode occurred over 
20 years ago; she had experienced highly positive interactions overall with both male superiors 
and peers following this incident. 
Personality-Based Interactions 
Nine of the ten respondents recalled very positive experiences overall with co-workers 
and supervisors throughout their careers. The majority of the members also recalled one or more 
difficult males or females that they had learned to cope with or manage throughout their careers. 
One interviewee recalled a particularly memorable antagonist, but a male co-worker had 
provided her moral and verbal support when she counteracted the harassment. She was the only 
interviewee whose experience focused on a particular peer instead of a superior who was 
described as harassing. 
Another respondent who had served in a variety of environments had experienced 
interpersonal difficulties with both genders as peers throughout her career, yet a very high level 
of satisfaction with her occupational tasks. She attributed the difficulties to the types of 
personality traits that were required within her occupation, which would cause co-workers to 
compete against each other. However, she added that this experience of “cutting each other’s 
throats” also created a great deal of personal stress and disappointment when her peers attempted 
to undermine each other’s careers. 
Two of the participants mentioned peer regulatory types of behaviors as the method of 
forcing co-workers to cooperate in the workplace. One woman referred to her workplace as an 
area where “you’re expected to sort out problems with your buddies mostly yourself,” which she 
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added was usually effective. Another member noted that a female supervisor had demonstrated 
unacceptable sexual practices during a deployment that greatly affected unit morale. When asked 
how other members reacted to the situation, she noted, “Quite often people won’t say anything 
because they want to fit in and not tarnish their own reputations.”  
Another participant who had served in a variety of environments noted that within a field 
environment, “you are living in tents with other members and if you have a bad relationship with 
them, you’re gonna have a really bad time out in the field. And it doesn’t matter if you’re male 
or female.” She and another interviewee both concluded that it was important to be an “advocate 
for yourself,” in order to progress within a military career. She and two other interviewees each 
had a very close female friend who served as a “sounding board” throughout their careers. One 
of the best friends was also a servicewoman, and two referred to their civilian female friends as 
their primary support system.  
Females and Pregnancy/Child Care 
 Of the women interviewed during the study, six revealed that they were parents. One 
became a single parent after joining the CAF, another shared custody of her children and felt 
“like a primary caregiver,” and a third woman noted that she was currently a primary caregiver 
because of being posted to a different province than her military-serving spouse. Two of the 
women who were the primary or only caregivers of their children indicated that their greatest 
stressors in their careers were “family management” and “having to leave the family.”  
Five of the six parents who were serving or had served in all of the environments 
indicated that they had managed their lives and careers in a particular way so that their parental 
status did not negatively affect their careers. No one environment was observed by the researcher 
to be a greater influence on this type of gender navigation. One participant indicated that she had 
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made choices within her career that “set her back” in her career progression. She added that it is 
“the children who suffer” when they are older, and when their only parent is posted. Another 
participant reported having been posted without her family, in order for her children to have 
access to their same school and medical facility and therefore increase their chances of success.   
One participant attested to having timed her pregnancy so that she would not be required 
to be deployed during that period. She subsequently kept her pregnancy a secret from her peers 
and superiors for a lengthy period so that she did “not receive a lower score” on her yearly 
Personnel Evaluation Report, or PER (Government of Canada, 2017g). She observed, “As soon 
as females become pregnant, the attitude changes . . . not toward you, but a bitterness toward the 
system,” and concluded that because a woman’s position cannot be backfilled while she is 
pregnant, the (predominantly) male co-workers are required to do her work. She also noted that 
her male peers had complained to her about her period of maternity leave and the fact that her 
(currently unborn) child would require her to be at home if the child fell ill. During the interview, 
she paradoxically announced, “God forbid this kid will get sick sometime within the next 18 
years!” 
 Another member had also received extensive “negative feedback” following her return 
from parental leave. Having been advised by her unit that she “owed them” because of the time 
that her maternity leave took her away from her work duties, she added that her chain of 
command had also advised her that she would not be offered a promotion because of her 
maternity leave; her chain of command followed through with their intent to delay her career 
progression. Similarly, another interviewee described an incident when her (male) supervisor had 
discovered that she was a female employed in her occupation and loudly exclaimed, “Another 
female whose job we have to do as soon as you get pregnant!” This participant also noted that as 
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soon as a woman became pregnant in her unit, she was assigned an office job. To counteract this 
issue, she had timed her second pregnancy so that she would be posted away from a field unit 
while she raised her child. She added that she and her spouse were both military members, and 
“it was too difficult to get babysitters and see our kids” (while posted to a field unit).  
 A fifth interviewee’s method of managing child care was reported in a more self-imposed 
method. She provided an example of having cancelled and rebooked her child’s specialist 
appointment after a one-and-a-half-year period of waiting for the appointment, because she 
“wanted to hold up my end and not cause extra work for the guys.”   
Impressions of Operation HONOUR 
During the span of all of the participants’ careers, nine experienced changes within the 
CAF that related to the recent Operation HONOUR initiative, and their impressions of prior to, 
during, and following the initiative were captured within this study’s findings. Five of the 
interview questions were directed specifically to the topic of Operation HONOUR. All of the 
interviewees indicated that they were “aware” or “very aware” of Operation HONOUR via a 
number of different and frequent forums, such as town halls and unit meetings. The members’ 
impressions of this initiative and its effects to date varied widely, and a few offered solutions 
regarding how they felt that this initiative could be improved within the CAF.  
The Operation HONOUR Initiative 
Seven of the ten women who were interviewed indicated that there were very few males 
or females within their units or the CAF in general whose conduct was contrary to Operation 
HONOUR. The respondents’ comments were as follows: “Most of us are treated really well,” 
“There are only a few guys who cause problems,” “Obviously there is a problem in the military 
and you’ve seen it in the news, you’ve read it . . . it’s there,” “I think it’s obvious there’s a 
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problem, but it’s individuals . . . Sometimes people are treated unfairly for a number of reasons, 
but definitely gender-related is certainly at the top of the list,” “There is sexual harassment,” 
“There is definitely a sexualized culture,” and “I know that realistically not everybody is going to 
be treated the way they ought to be.”  
Two of the members attested to having currently served in a very “non-sexualized unit.” 
However, three recounted their experiences with previous field/Army-related environments that 
they described as having reflected a more sexualized culture, although these experiences 
occurred prior to the initiative of Operation HONOUR.  
One woman who had been posted to an Army unit prior to Operation HONOUR 
indicated that the older individuals in the unit had often been referred to in general by unit 
members as “dinosaurs.” She described the older members as having had “trouble moving from 
those things that they were used to when there were no females in the unit, and they sometimes 
still have problems accepting that there could be a young Captain telling what to do to an older 
Warrant Officer.” Another member indicated that she could not comment on Operation 
HONOUR because it had been in effect prior to her enrolment in the Forces.  
Instances of Misconduct Prior to Operation HONOUR 
 “It’s natural for people to have a sexualized culture,” one interviewee declared, although 
she added that it should, but does not always, include mutual respect, fair treatment, and non-
manipulation of gender in order to “get what they [the military members] want.” She recounted 
in detail an instance of sexual misconduct by manipulation of gender on the part of a female 
supervisor. On the other hand, another respondent noted that she could not think of “one woman 
who hasn’t had some sort of problem in her career with this [Operation HONOUR-related] type 
of issue.”  
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One participant recalled her experience with a short period of sexual harassment that she 
had considered to be of a minor nature, and had chosen not to disclose to anyone at that time. 
She added that she had decided to ignore the issue and it did not affect her “negatively or 
positively.” Another participant had experienced longstanding sexual harassment which, despite 
having been resolved at her unit level, notably influenced her impressions of Operation 
HONOUR. A third participant described a sexual harassment incident that she had experienced 
firsthand prior to Operation HONOUR and reported to her chain of command, but had been 
advised by her unit senior NCOs that unless she had “videotaped the incident, they [her chain of 
command] couldn’t do anything about it.”  
Experiences During Operation HONOUR Forums 
 Three participants referred to instances in which they had observed or had been directly 
involved in resistance-related reactions during Operation HONOUR forums. One woman 
recalled the “Tea Consent” video (Blue Seat Studios, 2015), in which members had been 
required to watch the video (although they were encouraged to leave if they found the 
presentation or video unsettling in any way). She noticed that when a female senior NCM had 
left during the video, a group of male members had “snickered and made comments.” She 
observed, “If they’re going to do it in that forum, they are going to do it back at the unit.”   
A second participant noted that during a meeting regarding Operation HONOUR, a 
senior officer had denied the existence of any of Operation HONOUR-related behaviors within 
the unit. Another woman indicated that during her unit’s forum, no one had appeared to want to 
participate in a discussion about the initiative, or they had argued against it. She added, “The 
whole room was silent,” and “No one wanted to break the silence, because then you’re singled 
out and you can become a target.”  
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Negative Experiences Following Operation HONOUR  
Nine participants believed Operation HONOUR to be a positive initiative. Five 
respondents also made the following observations: Operation HONOUR “has been blown out of 
proportion,” “The pendulum has been pushed too far,” “Alright, we get it already,” gotten “too 
much and a little condescending,” and “maybe a little too much . . . overkill.” One participant 
noted that following the Operation HONOUR initiative, an incident occurred when a male 
soldier made (what she considered) a “small comment.” Because he had used a sexually 
suggestive tone, he had been punished too harshly, she believed, when he had been charged 
under the National Defence Act (Government of Canada, 2017b). Another participant mentioned 
a similar incident when she described a member who had been accused and punished internally 
by a unit in the absence of due process. She indicated, “Maybe some are abusing the system a 
little bit.”  
Contrary to the other respondents’ opinions, one member reported Operation HONOUR 
to be an ineffective initiative “because of the fact that you can’t change somebody’s culture or 
values.” Concerns expressed by four additional participants included the following: 
“Offensiveness is subjective,” “People have to be careful not to take the normal jokes as okay,” 
“People are policing our conversations now” regarding the difficulty that members may 
experience of knowing what is appropriate or not, and “Our military tends to go to one extreme 
to the other” (when managing sensitive issues including Operation HONOUR).  
Two of the participants who identified Operation HONOUR initiative as effective added 
that it had made their day-to-day functioning within their units more difficult in some ways. One 
member described the initiative as being “extreme now . . . it’s harder for females.” Another 
participant described how her unit members “have made a mockery of it . . . my peers sit back 
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and bash it and talk about how they don’t want to work with women . . . it’s made my life 
harder.” She added that it was disappointing and surprising her co-workers should “want to 
protect their brothers and sisters,” but instead “treat it [Operation HONOUR] as a joke.” A third 
participant added that some of her co-workers “reference Operation HONOUR as the reason they 
can’t talk anymore.” Two additional participants referred to instances when their male co-
workers had stopped talking when they walked into the workplace. In one instance, one of the 
women was advised to leave if she did not want to listen to the discussion that was contrary to 
Operation HONOUR. 
Positive and Neutral Experiences Following Operation HONOUR 
All but one of the participants reported that Operation HONOUR has positively affected 
the CAF. Comments reflected the advantages of having stronger consequences for inappropriate 
behaviors, a heightened awareness of “issues,” and that people were becoming more “conscious” 
of what they say and do. One participant added that Operation HONOUR was “getting better and 
better, although we’re not there yet,” and “they [the offenders] will no longer be handled 
departmentally.” Another commented, “Men are more careful now,” and another noted, “Male 
superiors tend to tiptoe around what they say around us.”  
Participant Suggestions Regarding Improvement 
 Most of the suggestions regarding improvement in the CAF in general during the 
interviews focused on the need for more effective leadership. Two participants referred to the 
difficulty of members speaking out either during forums, or when witnessing or being subjected 
to harassment, and observed that the members had “become a target” and “nobody wants to 
tarnish their reputation . . . they want to remain fitting in.” One participant suggested that 
feedback encouraged during Operation HONOUR discussions at the unit level should be 
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encouraged to be provided by the members in an anonymous way, because “guys are walking 
around on eggshells and won’t interact naturally now.” Another woman mentioned that she 
“hears dumb things all the time” and that her chain of command was mostly unaware of this 
issue. 
Conclusions 
 The findings of this study were based on the methodology that the researcher applied to 
obtain information for data transcription, and the coding and analysis that resulted in the 
emergence of four themes and their associated sub-themes.  
 Key findings suggest that the respondents’ motivation to serve in the military had 
changed over time, from extrinsic to intrinsic-oriented interests associated with assigned 
occupations – particularly if they matched the members’ interests. For many, support from peers 
and superiors had also been a factor that strongly affected motivation to serve and had affected 
many of their decisions to remain in or exit either their occupations, or the organization itself, 
regardless of their assigned element or environment.  
 The types of bases/environments that the members served in affected their relationships 
with both genders. Gender navigation was complex and situationally dependent, and frequent 
references were made to maintaining the status quo in order to fit in, such as having managed 
situations relating to Operation HONOUR. On the opposite spectrum to fitting in among male 
members, coping within the realms of both pregnancy and child care introduced a number of 
difficulties experienced by some of the women in this study.  
 The respondents’ impressions of Operation HONOUR varied, although overall Operation 
HONOUR was described as a short step in a long road to further positive change within the 
Forces. The potential implications of members not adapting to the Forces’ Operation HONOUR 
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initiative have significant consequences for morale, career progression, and retention within the 
Forces. These consequences are notably influential for those members who have previously 
experienced trauma from harassment within the organization.  
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CHAPTER FIVE 
DISCUSSION 
This chapter discusses the results of the study Women and Job Satisfaction in Today’s 
Canadian Armed Forces’ Climate. Ten interviews were conducted that focused on the goal of 
understanding the life experiences of females serving in the ranks of Corporal to Sergeant in 
male-dominated occupations within the current culture of the Canadian Armed Forces (CAF). 
Davis (1994) described a “male-dominated” field as one in which the environment or the 
occupation itself is made up of less than 30% of females, or more than 70% of males, and this 
ratio was applied in relation to this study (p. 1).  
Following the analysis of the results, four primary themes emerged: (1) motivation, (2) 
elemental differences, (3) navigating gender, and (4) impressions of Operation HONOUR. The 
answer to the primary research question “What are the experiences of females who are currently 
serving, and who have previously served, in predominantly male-dominated non-commissioned, 
non-combat arms occupations?” was determined in terms of the following five sub-questions:  
1. What are the influences of cultural experiences that may affect serving females’ decisions 
to either remain in, or exit, their occupations?  
 Factors are discussed that relate to the above-mentioned question, and the most 
influencing factors were the interest in occupations/congruency of skills and experiences to 
occupations, and family considerations. Motives for recruiting and the recruitment process itself 
are also considered, as are harassment and discipline, patriotism, leadership, reciprocal support, 
and interactions among the genders – notably regarding leadership and elements.  
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CAF Awareness and Motivation  
 Having recalled their “naïveté” when they applied to join the CAF, two of the 
interviewees described having been “tricked” or “hardballed” by the recruiting centres to select 
occupations that were, in their hindsight, not necessarily the most congruent because of their 
previous (and, in one case, unrelated) education, skills, interests, and experience. A third 
interviewee reported that the recruiting centre “had a space to fill . . . I don’t think they really 
cared.” Four members in total had very little knowledge of the trades that they had selected or 
were offered at the time of their military enrolment. Of those four, only one expressed as much 
interest in her currently assigned trade as the members who expressed certainty of the trades that 
they had wanted when joining. 
The same participant recalled that she had deliberately selected and was offered an 
occupation that neither she nor the recruiting staff knew “anything about.” She recalled that the 
staff had queried her to ensure that she was not making a mistake in selecting her trade. Despite 
the staff’s unfamiliarity with the trade, she expressed a current strong interest in remaining in 
both the CAF and her occupation. Only one of the ten participants indicated having intended at a 
point in her career to exit the organization – not because of her assigned occupation but, instead, 
because of “bad leadership” and destructively competitive co-workers.  
The impression gained from these four interviewees was that the recruitment process was 
generally only as effective as the staff employed at the recruiting centres. The respondents 
indicated that at the time of their recruitment, some of the recruiting staff had expressed concern 
toward the needs of both the applicants and the CAF. Other staff were described as having been 
more concerned with filling occupational quotas (or not filling them), as demonstrated when one 
participant waited seven years to reapply to the CAF after she had presented her occupational 
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choices (a number of traditionally male-dominated occupations) at the time of her application. 
Although she was consistently offered naval trades, despite the fact that she “didn’t want a Navy 
trade,” she eventually reapplied. She has since reached a supervisory rank within a relatively 
short period of time. 
Differences of concern by the recruiting staff seemed to have had a lasting effect on the 
participants’ level of satisfaction with their occupations in particular. It is important to note, 
though, that none of the four participants who indicated that they had not been well enough 
informed of their occupational choices expressed a desire to change their occupations at the time 
of the current study interviews. In their study, Waite and Berryman (1986) noted that there was a 
higher likelihood of individuals leaving the US military if members’ personal characteristics did 
not match well with the characteristics of the job. If women left the military prior to the end of 
their contracts, it was usually because of pregnancy or family reasons, and men usually exited 
early as a result of either disciplinary problems or substance abuse. However, Waite and 
Berryman’s results were derived from research conducted many years ago; more recent US 
studies may reflect different reasons for exiting the organization. 
Further Effects of the Recruitment Process 
When asked if they would have done anything differently, if anything, from being 
recruited, trained and employed in their occupations, all of the participants indicated no regrets 
overall of having joined the Forces. However, two of the participants expressed minor concerns 
of wishing that they had talked “with more females” prior to joining. Additionally, five of the 
participants (three of whom expressed some regret of not having commissioned on enrolment) 
noted that they would likely not have enrolled in their initial designated occupations. The reasons 
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for occupational satisfaction for all of the women, with the exception of one, were linked to 
congruent skills and experience and/or sufficient knowledge of their assigned occupations.  
Fewer potential applicants to the Forces will have the opportunity to increase their 
knowledge of occupations or the CAF by speaking in person to a current serving member of the 
military. The CAF’s recruiting methods have shifted to an electronic means of application to the 
Forces, and today’s citizens widely communicate by electronic methods. Unfortunately, more 
potential female recruits will be required to review a website that is oriented to highlighting the 
positive, and not necessarily the more realistic, aspects of trades and employment. The ultimate 
goal had been to attract individuals to the organization, yet New Democratic Party (NDP) 
Defence critic Jack Harris said that there is less “face-to-face presence . . . There has to be a 
proactive involvement with people who are interested, not just online” (“Closer of Military 
Recruitment Centres,” 2015, paras. 3, 5). 
 Potential CAF recruits will be expected to rely primarily on their perceived interests and 
the online recruiting videos in order to select occupations that they alone think will be most 
suited to their interests and skills. They will not necessarily speak at length to a recruiter and 
receive as much realistic information as possible prior to their actual selection of occupations. 
The CAF has continued to focus on attracting applicants toward primarily technical and skilled 
trades and occupations, and its plan has been to “deploy more mobile teams to partially offset the 
impact in the areas where no recruiting centres exist” (Chief of Military Personnel, 2012, p. 5). 
At the time of this current study’s literature review, the CAF’s recruiting website 
contained an entire page labelled and including information regarding “Women in the Forces.” 
This webpage was devoted to females serving in Canada’s military and the following statement 
was imbedded in its messages:  
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All of the hundreds of Forces jobs are open to women . . . The Forces values the 
contribution of women to improving the lives of others through its missions here in 
Canada and abroad. Increasingly at the forefront in ground-breaking roles within the 
Forces, women are seizing unmatched training and career opportunities that span the 
entire spectrum of responsibilities to achieve their personal and professional ambitions. 
(National Defence and the Canadian Armed Forces, 2015c, paras. 2-3)  
However, this recruiting website has since changed, and as of 2018 this information was no 
longer posted on the site. Because no categories were added that offset the attention specifically 
directed at women (such as “Men in the Forces,” visual minorities, or the LGBTQ community), 
attention was drawn to women being the gender that requires “managing and accommodating” 
(“Breaking Down a Highly Defensive Culture,” 2013, para. 3). 
Recruitment Information and the Reality of Women Serving  
The CAF’s recruiting website also includes recruiting videos that demonstrate currently 
serving women, men, and visible minorities employed in the trades, and the associated 
information with each trade is oriented to draw members into the CAF. However, a more 
realistic view of each trade is provided more comprehensively in the occupation specifications 
for each trade and not to potential military recruits (Commander Military Personnel Command, 
201810). 
The reasons to recruit and retain women into military and paramilitary organizations, 
however, do not always place women on equal footing with their male counterparts. Women’s 
utility (in terms of stereotypically special or unique traits) serves to increase women’s visibility 
because of their token status in these organizations. Their tokenism can result in the problems of 
                                                          
10 This website is accessible only to members employed within both the Department of National Defence and the 
Canadian Armed Forces. 
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the perception of, or actual preferential treatment toward, women, thereby turning them into 
“targets.”  In this regard, and as reflected by the Canadian military’s recent recruiting webpage, 
women have been selected as the unique gender that requires special attention, and as the gender 
that has typified a woman as a primary member or caregiver of the implied preferred nuclear 
traditional family.  
In relation to the current study, two women who were employed in specialty roles that 
matched their own particular skillsets did not report experiencing the negative side effects of 
tokenism. Instead, they expressed a great deal of pride and satisfaction in their roles. One noted, 
“I can say that I love my job for the first time in my life.” Interestingly, these women only 
attributed their assigned roles to their own skillsets when prodded. One of the two women 
initially stated, “I was kind of like in the right place at the right time,” and the other alluded to 
the same reason. Tokenism was reflected when a third woman (who was not employed in a 
specialty role) recalled how she had been repeatedly harassed by a co-worker when he advised 
her that she was doing “a man’s job” and had often referred to her by a derogatory name within 
the workplace. The idea that “seamanship was considered ‘men’s work’ . . . Women played a 
minor role in the Canadian merchant navy” (Sharpe, 2017, p. 29) also exists today. Many of us 
have been taught, often from an early age, that if a person directs degrading language at another 
person, it mainly reflects poorly on the speaker and not the victim. However, in the analysis of 
conversations among college students, the victims of pejorative and degrading language were 
discovered to be rated as less moral and less intelligent than the speaker (Defence Research and 
Development Canada, 2017), thus rendering the effects of derogatory language directed at any 
member in a military workplace at risk for harassment by others.  
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The CAF’s recruiting site does not provide a transparent view of the fact that women may 
be working in a potentially hostile environment within the Forces itself, and there is a pervasive 
notion that women are not viewed primarily as soldiers in the same way as their male peers. 
Instead, they struggle to maintain a balance between both roles of caregiving at home and as a 
soldier in the CAF. Pressure knowingly or unknowingly placed on women to navigate their 
gender within hyper-masculine organizations in general continues to plague women, as do the 
disadvantages of having a token status and attempting to progress at the same rate as male peers 
(Dickson, 2015). 
Other Organizations’ Recruitment Strategies  
Dickson (2015) found that the US’ border patrol (formally referred to as the U.S. 
Customs and Border Protection), a paramilitary organization, directly addressed its potential 
gender inequality issues when it provided a balanced advertisement on its recruiting website to 
warn and reassure potential applicants that the genders would be treated equally during training 
and while employed. The border patrol recently implemented its first exclusive hiring of female 
border agents because the country had received an increased number of illegal Mexican 
immigrants. It was reportedly seeking women with “stereotypically female characteristics,” in 
order to manage the frequently traumatized female migrants, increase the likelihood of female 
migrants reporting sexual assaults, and to search, move, and attend to the women and children 
(Dickson, 2015, para. 16).  
Rein (2015) discovered, ironically, that the border patrol’s female applicants’ interests 
were focused primarily on the traditionally male-oriented interests of sports, health, fitness, and 
firearms. Although the number of US border agents had risen, despite its transparent online 
recruiting strategy regarding potential gender conflicts, only 5% of them were composed of 
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female employees (Rein, 2015, para. 7). By contrast, Major Howard Michitsch, former head of 
the CAF’s gender integration program, on reflection of his efforts to draw women into 
traditionally male-dominated occupations in the Forces, remarked, “We didn’t do it right. This 
time we’re going to try to attract women who are more athletic; we have to go where they are” 
(as cited in Guttman, 2000, p. 266). 
Similar to Canada’s and the US’ militaries and the US’ border patrol, 38 years 
following the Royal Canadian Mounted Police (RCMP)’s initial acceptance of female 
recruits, the RCMP had also experienced difficulty recruiting and retaining females. Only 
20% had been reported to have been serving in its force (MacCharles, 2012, para. 10). A 
recently conducted audit revealed that female officers cited barriers such as mobility/transfers, 
work-life family issues, and a perceived lack of fairness and transparency in the rank 
promotion process as deterrents, despite the gender-neutral recruitment and promotional 
policies that were advertised but not followed (MacCharles, 2012).  
Starting in 2015, Quan (2014) reported that the RCMP’s goal had been to recruit the 
same number of women as men into its ranks. Observers and former female Mounties were 
skeptical, though, that it would be possible to attain this recruiting goal, despite the RCMP’s 
self-description of being a “leader in Employment Equity hiring” (Quan, para. 4). The RCMP 
was believed to reflect a dominant masculine police culture that involves highly intensive 
work and an environment that could be unappealing to women (Quan). 
Women’s Reasons for Joining the Military 
Having served first as a CAF family member, then as a serving member herself, Doctor 
Nancy Taber (2010) conducted three interviews with women who had 10 to 20-plus years of 
CAF service. She concluded that women experience the military and its effects in a different 
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manner than men, and that women are drawn to the relationship aspects of serving in the 
Canadian military. In relation to the current study, relationships at work contributed to a large 
extent to all of the members’ level of satisfaction with their CAF careers. One participant stated 
that “relationships are fabulous and they often turn into social relationships,” another reported 
that one of her few female co-workers had become a very good friend, and a third participant 
mentioned that a female friend from high school, who had joined at the same time that she had 
joined, remained one of her best friends. Two of the participants indicated that they relied on 
their civilian and military friends to provide emergency child care.  
Taber (2010) also found that the subjects in her study reported having joined Canada’s 
military for steady jobs and an exciting life, and two had been heavily drawn to an all-expenses 
paid post-secondary education. In relation to the current study, only one member mentioned that 
the educational benefits in particular had motivated her to enroll, although another member 
mentioned the ability to pay off her own student loans. It is important to note, however, that prior 
to their enrolment two of the ten participants had completed a degree, three had completed a 
college diploma, three had enrolled in college but were unable to finish their programs, one had 
completed high school, and one had not completed high school.  
Only the one member who had completed high school mentioned that receiving a college 
education had been one of her two primary motivators to join. The reasons for these participants’ 
motivation to join, along with their financial/education status, align with Taber’s (2013) 
argument that potential military recruits’ decisions to join the CAF “may not be individual at all 
but are based on their social class (which is gendered and raced) and expectations for success in 
the job market” (p. 20).  
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Some women are drawn to the military in order to prove themselves, or view the 
challenges as a way to perform at a higher level than they may have otherwise. Tim Goddard, the 
father of the late Captain Nichola Goddard, a female CAF artillery officer who was killed in 
combat in Afghanistan in 2006, reported that his daughter had joined because a high school 
recruiter had directed his attention at the time only to the male students in the audience (Austen, 
2013). Similarly, Warrant Officer Erica Oliver, a recent recipient of the Member of the Order of 
Military Merit and, as of 2015, reportedly the only currently serving female combat diver in the 
CAF, noted, “While women naturally aren’t as strong as men,” she trained even harder to 
maintain her role and rarely felt discriminated against in her career. She added that when she had 
experienced discrimination, she used it as a motivator to achieve what she was advised she could 
not do (Capuano, 2015, para. 16). 
Similarly, Archer’s (2012) study of 35 in-depth interviews of both male and female 
members’ motivations to serve in the US Marines revealed that both genders’ motivation to serve 
differed. One respondent noted, “It’s just a matter of tapping into those [different] emotions and  
. . . strengths” (p. 369). Males will require a leader’s motivation to excite them into a frenzy to 
take a hill, but a woman will question the requirement: “You get a woman to believe to take that 
hill, she will be on that hill, and she’ll die that hill before she’ll give up that hill” (Archer, p. 
369). According to Australian military researchers, however, western militaries have changed 
because they are becoming more like civilian organizations, with experience and task 
achievement and “meritocratic and economic” leanings toward selection and promotion 
(Koeszegi et al., 2014, p. 229). Perhaps, reflecting our current society’s trends, new recruits to 
the CAF were reported to be more extrinsically oriented in that they were pursuing happiness 
before duty, although they were also reported to be leaning toward embracing traditional roles, 
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including gender, race, and nationality (McKinstry, 2007). In relation to the current study, the 
reasons cited by the participants for initial entry varied widely but often included financial 
benefits (for seven of the members), particularly for the primary caregivers of family or extended 
family members. Two participants also associated the CAF’s medical, education, and financial 
benefits with job security. 
These results, in addition to Taber’s (2010), also align with Waite and Berryman’s (1986) 
findings in which women were primarily drawn to the wage incentives of non-traditional female 
occupations within the military, and were exiting non-traditional military jobs at a lower rate 
than their civilian counterparts because of the wages, selection, training, contracts, and available 
human resources.  
 Torre (2014) also indicated that a large proportion of US women who were employed in 
traditional female jobs overall were re-entering (potentially because of higher pay) and exiting 
(potentially because of homophobia, tokenism, and the low status associated with their previous 
traditional employment) non-traditional occupations prematurely – a phenomenon that she 
described as the “scarring effect” (p. 23).  
 Although gender differences were occasionally cited by the current study’s participants 
as reasons for having experienced verbal or sexual harassment in general, three of the members 
recalled specific incidents that had reflected a disregard for their abilities because of their gender. 
One member had recently graduated from high school, and had not been employed in any other 
capacity prior to being enrolled, when she was advised to “go back to the kitchen” by a co-
worker and was repeatedly referred to by a gender-based derogatory name. Another woman’s 
supervisor had advised one of the woman’s peers to break her bones while they were working 
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together (he refused to do so), and a third woman had been referred to by a derogatory name that 
also focused on her gender during her basic recruit course.  
Seven of the ten participants had been employed in what could be considered to be 
traditional, or female-oriented, occupations (including one full-time primary caregiver) prior to 
their enrolment in the Regular Force. Of these seven women, one had been employed in a 
traditional (followed by a non-traditional) occupation, one had recently completed high school 
and was unemployed, and only one participant had been employed in what could be considered 
as either a non-traditional or traditional occupation. Ironically, although two of the members had 
previously served in the Primary Reserve within the Army element, at the time of their transfer 
to the Regular Force, both of them had also been employed in administrative/traditional 
positions. Unfortunately, the reasons why they had become employed in this capacity within the 
Primary Reserve were not captured during the interviews.  
The reasons that the current study’s participants remained in their occupations following 
their occupational training were often different from those cited as reasons for joining and did 
not vary as widely. Reflections by the participants as to what they would have done differently, if 
anything, from being recruited, trained, and employed in their occupations reflected no regrets of 
joining the Forces in general. 
Harassment and Retention  
 The “scarring effect” had incurred no apparent permanent negative effects for the three 
women who reported having been mistreated initially during their careers. Additionally, at the 
time of the interviews, despite five of the women having reported experiencing sexual 
harassment in some manner while having served in the Forces, only one expressed her intent to 
voluntarily exit either her occupation or the Forces. She noted that she intended to leave because 
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of “hoping for better leadership” and “dealing with the people,” and not because of being 
harassed or sexually harassed.  
For two of the participants who recalled having been harassed at work because of either 
their homosexuality or suspected homosexuality at some point in their careers, the level and 
manner in which they had managed these types of harassment varied with each participant. For 
example, one woman mused that some of the men had asked her “dumb questions” about 
homosexuality. However, regardless of their sexual orientation, many of the interviewees 
suggested during the interviews that the “odd person” had attempted to harass them – and two 
mentioned that this was also “typical” of “civy street.” Similarly, the CAF’s External Review 
discovered that junior officers in particular were likely to both “quick to excuse” situations 
involving sexual harassment and attribute them to a reflection of civilian society (Government of 
Canada, 2015c, para. 4.2.3). All but two of the participants within the current study noted that, to 
their knowledge, their experiences of harassment or discrimination had resulted in no 
longstanding negative effects on themselves or their careers.  
More common than sexual orientation, the physical attributes of men versus women and 
how they had affected the respondents’ careers were discussed during the current study 
interviews. Having experienced a form of subtle discrimination, one interviewee observed that 
male members in her unit had continually demonstrated their superior physical prowess in an 
Army environment by publicly declaring that women “shouldn’t be in the Army” if they were 
not capable of “being a soldier first.” Adding that “there was a lot of testosterone pumping 
through the room,” she and another participant indicated that their male cohorts had also publicly 
complained about the higher fitness standard required of men than women. At that time, the CF 
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EXPRES Test was the current fitness test required by the Forces, although it became an outdated 
fitness standard in 2013 (Canadian Forces Morale and Welfare Services, 2017).  
“Being a soldier first” relates to the principle of the CAF’s universality of service. In 
addition to completing occupational tasks, members must also be capable of performing “general 
military duties and common defence and security duties,” so the participant’s male peers had 
accurately referred to the requirement to be “a soldier first” (Government of Canada, 2017e, 
para. 2.4). In addition to military strength testing standards of passing or failing being described 
as not necessarily an accurate representation of whether a member is physically fit (“Armed 
Forces considers incentives,” 2014, para. 9), Taber (2011) noted that physical training testing is a 
“socially and institutionally acceptable way of expressing a variety of negative feelings about 
women in the military – feelings that are no longer as acceptable to state directly” (p. 340).  
Because the participants had already successfully completed basic recruit training that 
was “intended to teach the core skills and knowledge to succeed in a military environment” 
(Government of Canada, 2018a, para. 2), the implication that women were unable to be “soldiers 
first” because of their gender-associated strength versus skillset was a discriminatory method of 
diminishing the women’s abilities regarding either their occupation or the Forces. By 
implementing the Fitness for Operational Requirements of CAF Employment (FORCE) fitness 
program in 2013 (Canadian Forces Morale and Welfare Services, 2017), the CAF levelled the 
standards for both genders, thereby hopefully eliminating some of the difficulties associated with 
the CAF’s differing fitness standards. Although it appeared that servicewomen would then be 
placed on an equal footing regarding having the same fitness test standard required as their male 
counterparts, the Forces then determined that the failure rate of the updated test was more than 
twice that of the former test. Therefore, it considered adding an incentive program to the test, in 
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order to encourage not just passing the test but also maintaining a high level of fitness (“Armed 
Forces Considers Incentives,” 2014). It is questionable whether an incentive level will maintain a 
level playing field for women, or instead add a competitiveness and superiority outlook to male 
members who perhaps already feel that women should not be serving among them – particularly 
in a field capacity.  
O’Neill (2005) referenced Defence Research and Development Canada’s study regarding 
servicewomen’s physical limitations as having elicited negativity from both the Association for 
Women’s Equity in the CAF and the Polaris Institute. Laurence and Rohall (2009) addressed 
strength testing’s controversy within the CAF over time, because its effectiveness of predicting 
success has been disputed. They described military strength testing overall as a poor predictor of 
success, with equipment design and physical training affecting the results. Although men are 
believed to possess a higher level of strength overall, women are reportedly more able overall 
than men to survive extended periods of both energy and sleep deprivation (Laurence & Rohall, 
2009). 
According to Degroot (2001), women’s physical conditioning is also believed to be 
lessening the physical gap between military males and females, and physical barriers are reduced 
by technologically advanced weaponry and improved levels of physical fitness. Degroot (2001) 
argued that although women are believed to possess highly technical skills, it is still commonly 
thought that women are genetically predisposed to be caregivers and, unlike men, they are then 
not classified as “warriors” (p. 32). However, it may be these caregiving qualities that make 
women more effective than men in peacekeeping operations, and women may be more sought 
for certain roles in the future because of their gender (Degroot, 2001). Lieutenant-Commander 
Karen Davis (2013), a former CAF Personnel Selection officer and a current defense research 
161 
 
 
scientist, also referred to the aggressive “warrior strategy” that US male soldiers demonstrated 
during Somali operations during 1992-1993. The servicewomen and black soldiers showed a 
higher level of “cultural understanding,” which heightened their ability to identify needy 
refugees, demonstrating that gender and diversity within a military may also affect military 
operations (Davis, 2013, pp. 41-42).  
Because militaries worldwide have become more technically advanced in warfare, less 
brutal strength may be required of both genders during missions, such as peacekeeping, when 
violence must be kept under control. Research of 17 Norwegian conscripts and 17 US National 
Guard guardsmen revealed that within both militaries, women in general were considered to be 
an asset because of their unique qualities, including more effective thinking, multi-tasking, 
mental toughness, and social skills. The majority of the men also reported favoring mixed gender 
units based on the belief that they contributed to a more cohesive and positive work environment 
(Gustavsen, 2013).  
Switzerland’s Chief of the Women in Armed Forces, Brigadier Doris Portmann, observed 
that “the rules of natural selection” applied to Switzerland’s military, and “women are often not 
strong or fast enough,” but added that great progress toward gender equality was occurring 
(Hunt, 2005, para. 9). Hunt also reported that as of 2005, 1,400 females were voluntarily actively 
serving and 120,000 male soldiers were conscripted into its military (paras. 28-29). She observed 
that most of the women gravitated toward serving in logistical versus combat units, and the 
female recruits observed that their lack of strength occasionally presented difficulty, with no 
other visible differences noticeable. However, Hunt (2005) added that some trainees did not 
respect female soldiers and the females continued to face prejudice from male soldiers.  
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In 1972, the US planned to increase the number and roles of women in its military in 
order to improve its image as an equal employer (Hoiberg, 1980). In 1993, the US Department of 
Defence opened aviation roles to women, repealed combat ship exclusion, and permitted women 
to apply for combat supply and service support positions. This flexible approach was believed to 
have been the result, in part, of the US service women’s excellent performance during the 
Persian Gulf War (Sadler, 1997).  
 Thirty-eight years later, Walsh et al. (2010) surveyed 2,179 non-deployed US Army 
personnel in order to examine the equal opportunity climate within the organization, because a 
large number of women were serving. The results showed that the higher the level of equal 
opportunity that was perceived within the US military environment, the higher the job 
satisfaction, organizational commitment, and level of retention. Additionally, an equal 
opportunity climate within the workplace resulted in fairness and equity, which were positively 
associated with cohesion and less job stress. Applying fairness heuristic theory, Walsh et. al 
(2010) concluded that a cohesive work environment, perceived to practise work-related fairness, 
was determined to be more likely to guide individuals’ interests toward the organization, rather 
than toward their own self-interests, and resulted in a higher level of commitment to the 
organization. 
 In relation to the current study, one respondent noted that during her basic recruit course 
she and her platoon members were “all treated like dirt equally.” Another respondent referred to 
her “really good instructors” who had treated their members equally. Both of these members 
reflected positively on their relationships in general throughout their career. Similar to DeGroot’s 
proposal (2001) that unlike men, women were not classified as “warriors” (p. 32), this concept 
was also consistent throughout a number of the current study’s interviews, although DeGroot’s 
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proposal (2001) that women may be selected for certain roles in the future was not a factor in the 
majority of the current study’s participants’ careers. However, two of the current study’s 
interviewees indicated that they were employed in a type of specialty role, and both of them 
expressed pride, excitement, and motivation regarding these roles and their associated 
responsibilities. Interestingly, one woman in particular attributed her selection to having been “in 
the right place at the right time,” instead of highlighting her attributes that had likely contributed 
to her selection. Three of the women also referred to the difficulties they had experienced with 
the physical demands of their current or previous male-dominated occupations, one of whom 
reported, “A lot of my work is physical labour. I’m tough, but it’s physically difficult.”  
Similar to DeGroot’s proposal (2001), Defence Champion for Women Rear Admiral 
Jennifer Bennett stated that the CAF was “seeking new ways for women in Canada to 
demonstrate success and encourage the trailblazers and leaders of tomorrow” (Rehman, 2018b, 
p. 52). Although the CAF’s recent recruiting goal for females was recently described as not an 
“easy” one to attain, Lieutenant-General (LGen) Christine Whitecross added that the greatest 
challenge would be not only to make “women aware of the variety of careers that are available,” 
but also to abandon “the stereotype of the military as a largely male, fighting-in-the mud, front-
line soldier” (Campion-Smith, 2016, para. 10).  
Managing a very different approach than Canada to military recruiting, the US has 
continued to focus on masculinity to attract new recruits, even masculinizing its non-combat 
positions and connecting US combat to what it means to be a warrior (Williams, 2014). Its goal 
has been to integrate women, but simultaneously not to disrupt the association between both 
masculinity and military service, in order to recruit men into the organization. The US has 
advertised more exclusively toward women, often in ways that have not been as visible to men. 
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Additionally, its Army, Navy, Marine Corps, and Air Force have recruited in different ways to 
attract each gender. The Marine Corps has specifically targeted males and associated its training 
with manhood (Williams, 2014). 
Police Organizations and Retention 
Canada’s RCMP has taken a strong stance to improving its reputation regarding its 
treatment of women in particular. Mike Ryan, one of its human resources officers declared, 
“Strong workplace harassment and respect-in-the-workplace policies are certainly a point of 
pride for police forces looking to hire a more diverse corps,” although there has also been 
concern over how to keep these members once hired (Pratka, 2008, para. 33).  
Female US police officers were discovered to have experienced increased stress, 
decreased job satisfaction, higher rate of workplace attrition, and a higher level of 
discrimination, isolation, and sexual harassment within the workplace itself, particularly if 
they occupy a smaller representation in the workplace (Hassell et al., 2011). They also had a 
higher rate of attrition than men in both the dominant and masculine profession of the US 
police force. Hassell et al. (2011) analysed both female and male US police officers’ 
interrelationships, workplace stress, and job satisfaction. They concluded that the 
demographics and organizational variables (workplace climate, how the organization was 
perceived, types of assigned tasks, and skill utilization and stage of career) significantly 
affected turnover and their intention to quit the organization. However, Hassell et al. (2011) 
also hypothesized that both genders may have left the police force for different reasons. 
A “Calling” and Patriotism 
In relation to the current study, one participant noted that she had “fulfilled her dream” of 
being employed in exactly the occupation that she desired. She also indicated twice during her 
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interview that she “loves” her job, and added that “I love my job . . . I can do my job no problem 
. . . it’s dealing with the people!” It had been her “dream” of joining the Forces since childhood, 
because she knew that she was “meant to be in the military.” However, she mused, “I believe 
dreams change” when she was contemplating changing her occupation because of her continual 
attempts to arrange shift work to coincide with conflicting familial obligations and a perceived 
lack of both leadership and camaraderie within her occupation. Although three of the participants 
indicated that the military was a type of “calling” that contributed to their enrolment, one 
mentioned that she “loves being in the military,” although she added that the “hands on . . . the 
job itself” were her favorite aspects of military employment.  
Mankowski et al. (2015) observed that a small percentage of women in the US military 
were motivated to join because it was their “inner calling,” although the women (similar to the 
current research study’s participants) were also not necessarily able to articulate why this was the 
case (p. 317). Their results also revealed that only a small number of female-serving members 
were interested primarily in serving their country. In relation to the current study, only one of the 
participants expressed some level of Canadian patriotism when she stated, “It’s something to be 
proud of . . . to say look, I’m doing something that I think is good for our country, and good for 
our people.” Her reaction and the pattern of the participants’ reasons for initial military service 
align with Moskos’ (1977) claim that there has been a shift from an “institutional culture,” which 
“transcends personal interests” to an “occupational culture” that is “simply a job” (as cited in 
Davis, 2016, p. 10). 
 A current review of the CAF recruiting website revealed that the first page, after selecting 
“English” or “French,” asked the question at the top: “Why is the Canadian Armed Forces the 
employer for you?” and listed the following answers: “Pay and education, Excellent pay and 
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benefits, Work-life balance, Training, Part-time jobs available, and Jobs available now” 
(Government of Canada, 2018b, p. 1). It is peculiar that no benefit of serving the country for 
patriotic reasons was referred to on the site. Interestingly, the concept reflected on the recruiting 
site that potential applicants were interested in joining primarily from a “What’s in it for me?” 
standpoint conflicts with Taber’s (2009) theory that the themes of ideological codes of duty, 
honour, and service before self are imbedded within the Forces’ orders and directives.  
The Influence of Leadership 
One participant in the current study noted, “Strong leadership makes the difference in 
your career. Under poor leadership, I was on the verge of considering a release.” Similarly, 
another woman reflected on her service and said that she has “never had an instance where I’ve 
gone to my chain of command and said I need a little help and have not gotten it. I’ve always had 
the support.”  
The Forces’ Retention Strategy and Action Plan spurred a survey of both serving genders 
within Canada’s military in 2002 and 2004 (Office of the Auditor General, 2006). The results 
indicated that leadership, an unfair environment, uncertainty regarding the Force’s future, 
bureaucracy, and career concerns had been among the main reasons for both genders to intend to 
leave the organization. A more recent reference to attrition in the CAF cited greater “geographic 
stability,” followed by “job satisfaction,” then issues with pay and benefits and unit or senior 
leadership (Pugliese, 2016, para. 4). 
Dissatisfaction and the Decision To Remain or Leave 
The current study’s respondents (with the exception of one who was planning to either 
release or apply to change her trade) experienced difficulty with articulating their reasons for not 
exiting the organization when they expressed dissatisfaction with aspects of their careers or 
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occupations. One member noted that she had considered leaving the Forces when she faced a 
potential medical release, and then experienced discrimination because of the temporary medical 
category that affected her ability to advance in her career. Another member stated, “I just don’t 
see myself leaving . . . I just enjoy the job, and for the most part, the people.”  
It is possible that the financial benefits/security aspects of employment in the Forces, 
which had been the respondents’ overall main priorities to initially join the Forces, were still 
high priorities but possibly not foremost in the interviewees’ minds at the time of the current 
study interviews. Or, perhaps they did not want to appear as financially motivated as they were 
had been when they originally joined. It is also possible that once their financial needs were 
initially met, their focus was then directed primarily at their social needs and their occupations.  
Similar to Taber’s (2009) theory, the ideological codes of duty, honour, and service 
before self, which have been consistently imbedded within the Forces’ orders and directives, 
may affect not only men but also women. Because nine years have passed since Taber’s study, 
and society in general has evolved, women may also have become “hooked” into these codes and 
therefore projected or internalized duty, loyalty, and courage in order to entrench themselves 
more fully into the culture of the CAF. These codes were obviously reflected when one member 
declared, “They take care of me, I take care of them . . . I want to continue to maintain that hard 
work for them. I want to be able to give back.” Similarly, another woman stated, “You have to 
give back,” and another woman stated, “I had a lot of support. But then, you give back what you 
got.” Both loyalty and a sense of duty were reflected, if not to the organization itself, then to 
their supervisors who had initially provided support to these members.  
Regardless of their expressed sense of either duty and/or loyalty, eight of the participants 
communicated a great deal of enthusiasm about the majority of tasks that were associated with 
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their occupations. This interest was further demonstrated by three participants who, excitedly and 
without prompting, explained fairly detailed technical aspects of their occupations during their 
interviews. Nine of the ten interviewees focused mainly on the intrinsic motivator of either 
rewarding employment or a sense of accomplishment to remaining in, having previously exited, 
or potentially planning to exit their occupations. One member, despite having expressed intense 
interest in her occupational tasks, indicated that she had been considering either releasing from 
the CAF, or transferring from her occupation to one that was more traditionally female-oriented.  
Interest in Assigned Occupations and Elements 
Wood et al. (1979) reported on both genders’ migration from non-traditional female 
trades in the US Army in particular. They discovered that although the rates of both genders 
exiting male-oriented occupations were very similar, females were much more likely to 
reclassify into female-oriented occupations rather than release from the organization. Wood et al. 
also noted that unlike the males who transferred to traditionally female occupations, the women 
considered their occupational situations very positively. In general, both genders were motivated 
to migrate to traditional female trades, in order to achieve a more effective work and personal 
life balance, and to integrate into a more satisfying work environment. 
Significant changes to militaries and their operations throughout the world have occurred 
since Wood et al.’s study in 1979, and therefore the results may not be replicable. In fact, the 
current study’s results indicated that out of the three respondents who had changed their 
occupations at some point during their careers, none had transferred to a female-oriented 
occupation. However, the participants also expressed a great deal of satisfaction with their 
currently assigned occupations and, as a condition for this study, none were currently employed 
in traditional female-oriented occupations. 
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One of the interviewees in the current study expressed a very noticeable incongruency 
with her interests/experience and the type of occupation that was assigned to her on CAF 
enrolment. She stated that she had known “nothing about it” (the trade) and had “felt hardballed” 
to accept her assigned occupation in order to join. During her interview, she placed a slightly 
higher emphasis on external motivators, such as opportunities to travel and promotion to higher 
ranks in the interest of the promotions themselves, as opposed to leading others in order to 
improve the quality of the organization and subordinates’ lives. Two other members expressed a 
noticeable disinterest in their originally assigned occupation. Both had changed occupations by 
the time of their interviews, and no pattern was observed that related to their associated 
environments of Air Force, Navy or Army. Additionally, two members who expressed interest in 
their occupational tasks also mentioned that they had experienced difficulties managing the 
physical aspects of their jobs. One expressed relief and renewed interest in her occupation 
because she was no longer employed in a physically demanding environment. 
Two of the current study’s participants who were employed in the Air Control Operation 
(AC OP) occupation communicated a very high level of enthusiasm about their occupation. AC 
OPs are currently required to “operate radar, computer, communications and other sensor 
systems for the surveillance and control of airspace” during both day and night shift work 
(Government of Canada, 2018f, para. 1). AC OP employment is considered to be highly 
challenging and the course work “fairly difficult” (Government of Canada, Video transcript, 
2018f, para. 16). The AC OPs’ level of interest in their occupation was similar to the interest 
expressed by all of the other applicants in stressful yet highly challenging work. One member 
recalled that she had felt “lost” when she had returned and transitioned from both a highly 
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stressful and challenging operational deployment to a significantly lower activity level and 
stress.  
The current study’s ten participants’ thorough enjoyment of very high stress and 
challenging work throughout their careers does not entirely reflect Bray et al.’s (2001) results. 
Bray et al. examined the differences between the effects of stress on job functioning of 16,193 
US men and women serving in all of its military elements, and concluded that moderate levels 
of stress resulted in most effective work functioning, while low or high levels of stress 
resulted in reduced work efficiency. Bray et al. (2001) also discovered a relationship between 
work and health-related stress, including depression: 39% of both genders reported work-
related stress, but only 22% reported family-related stress, and 33% of women reported not 
only family-related stress but also stress from being a female and serving (p. 405). 
After Sweden switched from a conscripted to a voluntary military in 2010, Österberg, 
Rydstedt, Kleiven, and Brandebo (2017) studied the relationship between personality traits and 
job motivation of approximately 300 Swedish Armed Forces personnel in all three of its 
elements during 2012-2013. They applied Barrick, Mount and Li’s (2013) Theory of Purposeful 
Behaviour to determine how personality traits affected the search for meaningful work and 
impacted job satisfaction. Although Österberg et al. (2017) found no relationship between the 
traits of emotional stability and conscientiousness, they discovered a strong relationship between 
performance orientation (or being able to apply skills effectively to meaningful work) and job 
satisfaction. Österberg et al. (2017) reported, “Turnover retention is a strong mental precursor for 
turnover and negatively affects both the member and the organization” (p. 38). All of the 
interviewees in the current study similarly expressed an interest in challenging and purposeful 
tasks. These results reinforce Norris’ (2004) concept that work that aligns with a soldier’s 
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knowledge, interests, training, and abilities is relevant to the job satisfaction and retention of 
members. 
One respondent in the current study waited seven years to reapply to the CAF because of 
her disinterest in naval occupations. Eventually, she was offered an occupation that she had not 
selected, and she indicated during the current study interview that the occupation had not 
matched her skillset or interests to a strong degree. However, she communicated a very high 
level of interest in remaining in the CAF. Although the organization could have employed this 
member during that time, it did not maintain contact with her, and she had approached the centre 
seven years later on her own accord.  
The other participants who were initially dissatisfied with their occupations had 
voluntarily changed them within a short period following their enrolment (or transfer from the 
Primary Reserve) to the Regular Force, and all of them expressed a very high level of interest 
and satisfaction with the tasks associated with their currently assigned/selected occupations.  
If a member applies and is accepted for a transfer to another occupation within the 
organization, it can be highly advantageous for both the member and the Forces, as a method of 
retention and to promote a member’s personal and professional growth. Notwithstanding these 
advantages, an occupation transfer process is usually administratively time consuming; a 
member may not be considered eligible or competitive enough to transfer for a number of 
reasons such as aptitude, education, and experience level; and, to a degree, the process also 
depends on the support of a member’s unit (National Defence, 2015a; National Defence, 2015b). 
One member within the current study, who had changed her occupation and element 
promptly following her initial occupational training (from the Navy to the Air Force), stated, 
“Everybody has their niche. That’s the beautiful thing, right?” Although she and two other 
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participants were serving or had served in a naval environment, their comments overall were 
highly consistent with studies that have highlighted the differences of being employed in the 
Navy versus the Army and Air Force.  
Career Progression and Maintenance of Interest  
 Some studies have found that women are drawn to a military rather than a civilian 
organization. These women believe that the military will provide opportunities for social 
interaction, an inclusive work environment and collegiality, higher wages, tuition 
reimbursement, and skills development. Two studies in particular, Mankowski et al. (2015) and 
Wolansky (1992), indicated that the military’s higher wages and skill development led to a 
higher quality of life and improved career advancement opportunities, offsetting the negative 
experiences that could result from military service. A small percentage of women in the US 
military were motivated to join because it was their “calling,” although some of the women were 
not necessarily able to articulate the reasons for this, and only a small number were interested 
primarily in serving their country (Mankowski et al.). One participant in the current study 
reported having repeatedly considered changing her occupation, but the reward of rank 
promotions and the “better jobs” and “better postings” associated with those promotions had 
maintained her desire to remain in her currently assigned occupation.  
All but one of the four participants who wished to commission as officers on enrolment 
expressed a high level of satisfaction with the tasks associated with their assigned NCM 
occupations. Ironically, considering the respondents’ focus toward occupational satisfaction in 
particular, they did not refer to an interest in the types of tasks that could be expected of any 
particular commissioned occupation. Instead, three referred to assisting other females in the CAF 
as a strong motivating factor to applying for, or being nominated for, commissioning. The desire 
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to assist others is an altruistic goal to undergo associated further education and training and to 
assume a much higher level of responsibility. One woman declared, “Then I can treat others how 
I would have wanted to have been treated.” 
The interviewees listed a number of extrinsic rewards regarding their initial motivation to 
join the CAF, notably “benefits” and others such as familiarity, fun, travel, camaraderie, 
excitement, and either “limited” or “desirable” postings. One member expressed interest in 
possibly applying to commission as an officer in the future. She also disclosed that each time she 
had been promoted to a higher rank, she forewent applying to commission, and she reflected 
during her interview that it was now too late in her career to commission. She, like the other 
interviewee who referred to rank promotions in general, also associated promotions in rank with 
“better jobs.” 
The interviewees indicated interest in progressing in rank and assuming additional tasks, 
leadership, and other challenging roles within their careers. These interests do not correspond to 
the opinion of Wente (2011) who argued that while the barriers to women are decreasing, even 
among the most gender-equal societies of the Nordic states and Netherlands, women are still 
happily working less than men. However, unlike men, Wente (2011) reported, they are not 
employed as abundantly in top management positions because they do not want the same things 
men want. 
One participant surmised that “adventure and challenge” are factors that draw most 
people to join the Forces, but “you still like the comfort of the known . . . you get comfortable 
with the atmosphere and lingo.” This comfort also applies to CAF members who often refer to 
themselves or other members as having become “institutionalized” within a military 
mentality/way of life. Some members experience difficulty exiting the CAF to an extent because 
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of this type of comfort and familiarity. When women leave the military, Maples (2017) argued 
that gender bias also affects women in the civilian sector. By downplaying feminine 
characteristics and demonstrating previously accepted male-oriented behaviours (such as 
suppressing emotions), other civilians then become confused and find it difficult to adapt to these 
unfamiliar behaviours. The CAF has also recognized that its servicewomen who have 
experienced sexual assault may experience difficulties when transitioning on retirement to the 
civilian sector, and has developed workshops for these women (Rehman, 2017). Maples (2017) 
noted that civilian women may demonstrate a “lack of understanding and inability to relate to 
cold shoulders,” and that it is not easy to lose an ingrained identity that was worked so hard for 
in the military, nor is it necessarily something a female veteran recognizes or even wants to do 
(para. 6). Female veterans often unknowingly continue to measure themselves against “standards 
that were built by men and expected to bring out the best in men” (Maples, para. 9). 
Furthermore, according to a 2016 Service Women’s Action Network survey, 74% of the women 
surveyed reported that the public sector did not acknowledge their military service. More 
disturbingly, US female veterans were reported to be “three to four times as likely as their 
civilian women counterparts to become homeless and 2.5 times more likely to commit suicide” 
(Maples, para. 13). 
 The way of life that men and women adopt during their time in the service can also be 
forged over many years, creating soldiers who are not only different from their civilian 
counterparts, but who are also unaware of how much these differences affect their everyday 
lives. “The habits and routines we leave the military with are more important than the hard skills 
. . . One of those mental lessons we get from the military is understanding the need for a higher 
purpose” (Forsling, 2015, paras. 6-7). A higher purpose was reflected by all of the participants’ 
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interests in varying and challenging tasks, despite the potential enjoyment of both comfort and 
familiarity, although “camaraderie” was also frequently mentioned as a reason for remaining in 
their occupations or in the CAF in general. 
In addition to “camaraderie,” “excitement,” and “limited” or “desirable” postings cited by 
the participants as the reasons for remaining in their occupations, one also reported, “For the first 
time in my life, I love my job,” and summed up the benefits (medical, dental and time off to play 
sports), opportunities (specialist training, travel, sports) and “really cool people” as her reasons 
for remaining in her occupation.  
Another member also mentioned financial stability as one of her reasons for having 
remained in her occupation. However, the financial, medical, and dental benefits listed 
throughout the interviews were overshadowed by the respondents’ interests in the occupational 
tasks themselves. Voice elevation and tone also reflected a strong sense of pride and excitement 
associated with those members who were employed in specialty types of training within their 
occupations, regardless of whether the training was related to their actual occupations.  
Motivating factors regarding remaining and progressing in their trades were evident 
throughout the majority of the women’s interviews, and their devotion to and interest in their 
occupations were offset by their descriptions of their least favorite aspects of their occupations, 
or in the CAF in general. These aspects varied widely, and five of the interviewees cited specific 
aspects of their occupations that they regarded as disadvantageous: “lack of opportunities . . . see 
more … do more,” “lack of autonomy and flexibility . . . micromanagement,” “can’t talk about 
my work,” “redundancy . . . not much to do” (regarding one facet of her job), and “the 
[occupational] environment.”  
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Another interviewee remarked that during her service in an Army environment, she had 
disliked “playing silly bugger [employing basic infantry tactics] out in the woods . . . that wasn’t 
fun.” This was her only comment to that effect throughout her interview, although another 
member also noted that she may not have applied for her designated occupation if the recruiting 
video at her time of enrolment had exposed her to more of the field environment type of postings 
that were associated with her occupation.  
Perhaps recruiting has not changed in this manner since 1997, when Major Howard 
Michitsch reported that he had become “fed up” and quit his job as head of the gender-
integration program (as cited in “There’s Just No Life,” 2001, para. 21). Michitsch was reported 
to quit when he was advised by the Defence Minister to show women in more “nurturing roles” 
(para. 17) in order to attract women to the Forces, even though the realities of the jobs were not 
being shown. The CAF was reported as having been so intent on including women in the military 
that it had not warned them of the realities of serving in the Forces (for example, tolerating the 
stench of unwashed men in submarines). The example was provided of an unnamed veteran 
member who stated that the inclusion of women had improved the military, but that women did 
not necessarily want to kill (as cited in “There’s Just No Life,” 2001).  
The concept of killing was not a topic that arose within the current study’s interviews, 
although one participant indicated that she had been “lucky enough not to witness any traumatic 
experiences” when she had been deployed on a tour which she described as “high threat” and 
extremely physically and mentally demanding. Ormsby (2014) referred to outrage regarding 
today’s female CAF casualties as “politically incorrect” (para. 3). Davis (2011) argued that 
female military casualties are assigned “the link between gender and child bearing,” and that 
Canada’s male and female soldiers who died in Afghanistan were depicted differently from each 
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other, in a gendered manner (p. 64). She provided the example of Captain Nichola Goddard, 
Canada’s first female soldier to die in a combat zone. Captain Goddard had been depicted more 
as a daughter and wife and less of a warrior than Private Robert Costall, Canada’s first combat 
casualty in Afghanistan, who was described as a “committed warrior” (Davis, 2011, p. 68). 
 There is a tendency to think of family members as the worried ones while their loved 
ones are deployed, but there is likewise stress on the deployed members who worry about their 
loved ones at home (Perron, 2017). All of the members who had served on deployments spoke 
positively about their work during deployments. There was a balance, however, demonstrated in 
the current study between those participants who had disliked and those who had liked working 
in a field environment within their occupations.  
Instead of expressing dislike for their non-traditional trades, some of the participants’ 
lower levels of satisfaction with their careers could be related, then, in a literal sense to “the 
field” – the environment that involves more physically demanding tasks and is highly focused 
toward operations in particular. In reality, according to Wente (2017b), women can be trained to 
kill, but they are injured far more easily in a combat environment and “cannot equal men in 
ground combat” because of men’s size and strength (para. 3). They are also, she argued, a 
“liability” (para. 10) on the battlefield.  
Another reporter, Jeff White (2001), declared, “Even if women were as big and strong as 
men, and equally excited by the possibility of blowing someone apart, not many would get in [to 
the military]” (para. 10). He added that only those rare women who have a gene on their sixth 
chromosome are as spatially adept as men, women in general do not like fighting, and they try to 
enter non-traditional fields because of Employment Equity, but then most of them realize that 
they have wasted time and money and are not really interested in non-traditional field.  
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In spite of the physical demands that relate to the current study participants’ jobs, there 
was only one who expressed serious intent to exit her occupation by laterally changing her 
occupation via an NCM occupational transfer. She attributed her dissatisfaction to family/shift 
work reasons and her desire for “better leadership . . . more chances.” With the exception of two 
participants, all had been certain regarding what types of occupations they wanted to select on 
enrolment, and they had expected (and not necessarily unwelcomed) the physical demands 
required of these occupations. 
Women in the US military who were employed in male-dominated occupations were 
reported to have experienced a lower level of job satisfaction because of their employment; 
Lundquist (2008) suggested that this may have been because of the way women reconcile their 
perceptions of paid work, maternal roles, and gender socialization. Wood et al. (1979) reported 
on both genders’ migration from non-traditional female trades in the US Army in particular. 
They discovered that although the rates of both genders exiting male-oriented occupations were 
very similar, females were much more likely to reclassify into female-oriented occupations 
rather than release from the organization. They also noted that unlike the males who transferred 
to traditionally female occupations, the women considered their occupational situations very 
positively. Interestingly, overall, both genders were motivated to migrate to traditional female 
trades in order to achieve a more effective work and personal life balance, and to achieve a more 
satisfying work environment (Wood et al., 1979).  
None of the interviewees alluded to having experienced any difficulties with the technical 
aspects of their positions following successful completion of their basic occupational training. It 
should be noted that five participants had graduated from a type of post-secondary institution, 
and another two had completed a portion of a college program. One interviewee indicated that 
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the physically laborious type of work associated with her trade had made her life more difficult 
on a daily basis in a field environment. Another participant noted that it had been difficult and 
“took quite a bit of effort to carry all the same equipment” compared to the males in her 
occupation. Another woman indicated that “physical fitness” in general contributed to stress in 
her career, particularly in a field setting, and she added, “As long as my body will continue and 
the postings are decent,” she planned to remain in the CAF. Another member commented, “I 
might argue that women type better . . . because our fingers are small . . . I noticed that men have 
these really large manly hands . . . they can’t hit the keys well.”  
Reciprocal Support 
Within the culture of the CAF, military occupations themselves can be associated with 
their own subcultures, and these subcultures are also influenced by their associated environments 
(Air Force, Navy, or Army). The participants’ occupational motivation was highlighted 
throughout the interviews, but they also tended to weave interpersonal relationships with others 
at work, or, to a lesser extent, with those in their home lives, into their perceptions of their job 
satisfaction and reasons for remaining either in their occupations or within the organization. In 
fact, relationship issues, whether they were considered to be positive, negative, or neutral, 
comprised the majority of the data that resulted from all of the interviews. Overall, the elemental 
differences were, for the most part, highly pronounced within the interviews and were frequently 
linked to the quality of relationships at work.  
Canada’s Army has remained hostile because of “persistence of intolerance among male 
soldiers toward women and homosexuals” (Chapstick et al., as cited in Gouliquer, 2011, p. 3). 
Ranvig (2014) compared Canada’s Air Force’s historical acceptance of women to its Army and 
Navy elements, and she noted that each element varied in its degree of inclusion toward its 
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serving women. Ranvig also argued that the full acceptance of women in the CAF would occur 
only “when the social aspects are achieved” (p. 8).  
Kovitz (2000) described Canada’s military as a “conflict zone for women” because it has 
not changed regarding its need for operational effectiveness, but it was still a reality that serving 
members’ families could disrupt this effectiveness and the goals and methods of the Forces (p. 
2). More recently, Captain Leona Ahn, an employee at a Canadian Forces Recruiting Centre, 
reported, “The culture has shifted significantly from a male-dominated culture to being inclusive 
of women and really creating a culture where we embrace the diversity” (as cited in Smith, 2018, 
para. 14). However, Captain Ahn was speaking from a recruiting perspective, so she could 
therefore also have been speaking from a political standpoint. 
Reciprocal Support and Environments  
 Reciprocal support and overall interpersonal relations with a variety of rank levels, 
notably superiors, was a strong topic of motivation throughout the interviews. In general, the 
participants placed a heavier emphasis on these relations and notably with those in leadership 
roles, instead of, for example, those with friends or family.  
Nine of the participants indicated that the majority of their relationships had been 
positively oriented with others at work. One respondent reflected on her consistent positive 
relationships with no exceptions with co-workers within Air Force environments, but consistent 
negative relationships during her employment within two Army environments. She summed up 
the relationships overall within her occupation as “one of the worst trades for cutting each 
other’s throats.”  
Although only ten participants were interviewed, most of their experiences were similar 
when they compared the Army to the Navy and Air Force bases. Seven of the participants were 
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currently serving either in the Air Force element or were posted to an Air Force base. However, 
of these members, five had served in other elements. Out of the ten participants, only one had 
served in all of the elements, and she provided the richest data when comparing the three 
elements. The three members who had served or were currently serving in the Navy referred to 
this element as the “Navy mentality” and the “males’ club” where “some higher ranks (NCMs) 
don’t feel that women should be in the military . . . if you work for one your life is going to be 
miserable.” Other references to the Navy included the “old boys’ network,” and “hard core 
Navy.”  
One woman indicated that despite having lived with other soldiers “in close quarters” in 
the Navy, this closeness also contributed to the way that colleagues related to each other. She 
associated this closeness with the “worst interpersonal issues . . . with people, too much drinking, 
that sort of thing.” The CAF’s External Review into misconduct in the CAF indicated that while 
drinking in some way could contribute to esprit de corps within the military, it was also “one of 
the most significant contributors to sexual assault” (Government of Canada, 2015c, para. 4.3).  
As recently as 2014, an incident occurred on Her Majesty’s Chief Ship (HMCS) 
Whitehorse when three alcohol-fueled allegations of misconduct (shoplifting, drunkenness, and 
sexual assault) were publicized. The CAF subsequently forbade drinking on its ships unless its 
vessels were tied up or a special occasion arose (“HMCS Whitehorse Incident,” 2014). Another 
interviewee noted that both the Navy and Air Force were “a bit more relaxed” than the Army, 
and they provided the example that NCMs, regardless of rank, could call each other by their first 
names in a private conversation, whereas the Army consistently applied the regulation of paying 
respect to rank, and subordinates and superiors did not refer to each other by their first names in 
the workplace.  
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The Army element was associated overall with male soldiers having demonstrated crude 
or “locker talk” behaviours, for instance by calling each other derogatory names and slapping 
each other. Another woman associated her experiences with the Army males having “talked and 
joked about sexual things.” However, she also reflected highly positively on her own previous 
service in the combat arms, relating it to “tradition and friendship.” She added that in the Army, 
“you’ll still be respected because you were able to do that [combat arms training/employment]. 
So, that was a big, proud moment for me.”  
Another woman did not recall having served in an Army environment to as positive an 
extent, but instead described it as females being “pitted against each other.” She attributed this 
pitting to the fact that there were fewer females serving on the Army bases than on the Air Force 
bases. The ratio of fewer females to males in an Army environment was described completely 
differently for another woman, who had served in all three elements within her career. She 
observed that the close living arrangements in the field resulted in the females having “looked 
out for each other, to make sure nobody got screwed over in any way.”  
Male-to-Male Interactions 
 Regardless of the environment, male-to-male interactions were consistently described by 
all of the participants as more “easygoing,” “buddy-buddy,” and getting along well with each 
other. One interviewee described men as “less awkward with each other . . . it was less of a big 
deal if they had to pull them [male subordinates] aside” in order to discipline them. With the 
exception of one woman, for the most part, men were also described as being much easier to get 
along with for both males and females as opposed to female-to-female interactions, particularly 
when females were in a position of leading other females. The exception was one participant 
who described a female supervisor at the rank of Sergeant as “amazing” and someone who 
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“didn’t micromanage.” Kanter (1977) addressed mismanagement when she indicated that a 
decrease in self-value was observed in large organizations where women in particular became 
less committed or motivated if the job was associated with less control and opportunity for 
advancement. Although there were few complaints overall from the study’s participants about 
the CAF, one woman’s chief complaint was the “lack of autonomy . . . lack of flexibility . . . 
micromanaged” in her occupation, and she added, “My rank doesn’t tell you what I know.” 
Female-to-Female Interactions 
Female-to-female interactions were often described within the current study interviews 
as either assisting and supporting each other, or competing by trying to “outwork each other 
in order to get to the top.” One woman succinctly summed up female-to-female 
competitiveness as assistance provided to each other, but “only if it doesn’t affect their careers 
. . . most women think it’s hard to advance.”  
Kabat-Farr and Cortina (2014) conducted a non-proportional, stratified, single-stage 
random study of US Army, Navy, Air Force, Marines, and Coast Guard members. Similar to 
the current study’s overall results that female-to-female interactions have not necessarily been 
considered as supportive and professional, they discovered that within a US military sample 
of 53,170 members, women were either the sole perpetrators or co-perpetrators in a large 
proportion of harassing situations. 
Koeszegi et al. (2014) discovered that female Austrian soldiers turned to bullying others 
because of having been mistreated themselves. Austria’s female soldiers were dropping out of 
the organization at a rate of 58% or more because of the severe problems of continual low-level 
aggression and bullying against females, and fewer males than females (p. 227). Koeszegi et al. 
attributed these problems to tokenism that lowers women’s social status and results in both 
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isolation and pressure to conform. The soldiers associated both violence and warfare with males, 
and weakness and peace with females. Additionally, women applied coping behaviours, such as 
distancing themselves from feminine characteristics, downgrading discrimination, and allowing 
or participating in bullying. Koeszegi et al. attributed their coping skills to the scapegoat 
phenomena, whereby males and females in weaker positions (lower rank or status, holding a less 
prestigious position, or being an out-group member) were systematically bullied. They 
determined that bullying was more predatory versus individual retaliation or disputes, but 
persistent aggression was directed against women. By applying a frustration-aggression 
hypothesis, they suggested that feelings of both frustration and fear led to tension, which was 
then relieved via bullying of others (Koeszegi et al.).  
Because of the frequency that women in the current study referred to harassment from 
female supervisors in particular, the scapegoat phenomena could be considered applicable in the 
majority of their cases. In the current study, however, the women who were the target of 
harassment from female supervisors often attributed the harassment to a case of the supervisors 
not “liking” them, which could, as Koeszegi et al. (2014) surmised, relate to predatorial 
behaviour. On the other hand, Commander Bradley (2009) noted that the literature did not 
support the idea that either men or women “are inherently more effective leaders” (p. 148). 
However, she added that Eagly, Karau, and Makhijani (1995) discovered that both genders were 
equally effective leaders, although they were most effective when feminine traits were required 
of female leaders and masculine ones were required of male leaders. Defence scientist Doctor 
Angela Febbraro (2009) summed up Eagly et al.’s (1995) findings as a “dilemma” for female 
leaders because they may not be considered to be leaders due to their gender and then being rated 
less highly by male superiors if they perform in masculine ways (p. 95).  
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Acting Sub-Lieutenant (A/SLt) Laura Nash, a military officer, was interviewed when she 
was facing a medical release from the Forces because of medical issues that developed when she 
had been unable to balance both a naval career and single parenting. Nash remarked that 
servicewomen could be “more harsh and judgmental” than men toward each other, and that 
“women just treat other women terribly” (as cited in Brewster, 2017, paras. 41, 42). Nash added 
that some of the women viewed children as being an administrative burden and not as humans. 
Fuegen (2010) reported “system justification, jealousy, self-hatred, and competition as reasons 
why women may fail to support and mentor one another” (p. 148). 
Although not all female-to-female communications were described in a competitive or 
harassing manner within the current study, overall, the competitive nature of women was 
associated with a persistent barrier to working as a cohesive team. One respondent added that 
competitiveness could be effective, but “not to damage someone else or hold someone back,” 
which she attributed especially to women working alongside each other in an Army environment. 
Women were also described as working on a more emotional level than men; one woman 
described female interactions as “more drama and estrogen floating around,” and another 
observed that “women usually act and react emotionally, and hold things closer.”   
Furthermore, one woman who had been employed in a leadership role described the 
outward display of her emotions as “the worst thing in the world . . . I see it as a sign of 
weakness in other people and I think that people would see that in me as well.” Another woman 
similarly reported, “I think females will show their emotions to other women but may hide them 
from the guys.” Some of these women, by acting as “one of the guys,” had been able (or 
conditioned) to downplay their emotions that could have caused them to be perceived as weak. 
Similarly, a participant who indicated that she had experienced interpersonal difficulties with 
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both genders within her career noted, “Some women were great . . . some will only strive to meet 
the bare minimum in physical standards, which I find frustrating.”  
Although none of the interview questions specifically focused on friendships, same-sex 
friendships were frequently referred to throughout the interviews as advantageous in the 
workplace. Two participants likened them to “a barricade against you and the guys and just a 
little bit of girl time,” and as “I think we [women] are a bit more relaxed. Sharing experiences 
that are uniquely female . . . like, I’m not going to discuss how horrible I feel today because it’s 
my period.” Surprisingly, however, cross-sex friendships were mentioned by only two of the 
participants; one referred to a mentoring relationship with a previous supervisor, and the other to 
one peer in the workplace. The women who participated in the CAF’s 2015 External Review 
indicated that they needed more female mentors and there were not enough women to provide 
peer support for female members (Government of Canada, 2015c). The External Review also 
revealed that both men and women at lower ranks reported that “many female NCOs do not 
mentor or support more junior women” (para. 4.2.3). NCOs, or Non-Commissioned Officers, are 
usually referred to as “senior NCOs” and refer to the ranks ranging from Sergeant to Warrant 
Officer (Government of Canada, 2018j).  
Archer (2012), Minsberg (2015), and Ranvig (2014) also supported the idea of women’s 
competitive nature within a military setting. They emphasized the importance of military 
friendships, but also highlighted both the practical and psychological difficulties of maintaining 
them because of frequent postings. Research is limited regarding the impact of friendships on 
members who serve primarily in a garrison environment, particularly female same-sex 
friendships. In general, Ranvig (2014) referred to “career friendships” as necessary for career 
advancement, but disadvantageous because they carry limited lifelong value (p. 17). The promise 
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of status, power, and peer alliances result in competitiveness, but are also associated with a focus 
on political adaptation as opposed to job and leadership competency, and with an extensive work 
focus to the detriment of other factors (Ranvig, 2014).  
On the other hand, military members may actually build such close friendships under 
stressful situations over lengthy careers that they then experience communication 
difficulties/difficulties forming relationships with civilians. Military members believe that “it 
requires misery and conflict to build a tangible relationship with other people and let them into 
your life” (Callahan, 2015, para. 4). Wolfe (2018) compared the military to “the club,” wherein 
military friendships develop quickly because of stressful and dangerous work, overtime hours at 
work, and separation from family (para. 4). “Camaraderie and esprit de corps” were believed to 
develop quickly because of common ethics (Wolfe, para. 5).  
A sense of camaraderie, esprit de corps, and extreme stress are often associated with the 
Army field environment in particular. One of the respondents referred to the Army as the 
environment that she had missed because of the “camaraderie” that was absent from her office 
environment. The field, or operational environment, has always been especially challenging for 
women. Three participants attributed this challenge to the requirement for physical strength, but 
they often also related the difficulties to women’s personal hygienic challenges. One interviewee 
stated, “We tend to stay a little more clean [than the male soldiers] . . . and just sharing all the 
wet wipes and stuff.” Major Annete Snow, a CAF physician, observed that it was difficult for 
women to manage menstruation, notably if they were deployed “outside the wire,” and added, 
“Arguably, it’s never all that convenient to deal with menstruation anyway” (as cited in Berger, 
2010, para. 6). Another interviewee within the current study observed that the only difference of 
gender treatment that she had noticed was when females were allotted their own space together 
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in a tent, although they were also allowed to shower more often. When asked if women possibly 
had taken advantage of this treatment, she responded, “Maybe once in awhile, but not very 
often.” 
However, one participant observed that some servicewomen had manipulated their 
gender in order to “physically, emotionally or sexually to open doors . . . and to use it as a form 
of control.” She added, “It certainly doesn’t gain you a lot of respect.” When she described in 
detail the sexual interludes that had occurred between a supervisor and the woman’s 
subordinates, this researcher incorrectly assumed that the perpetrator was a male until 
clarification revealed otherwise, demonstrating how easily stereotypes permeate our society and 
how challenging it is to conduct study interviews with as unbiased a lens as possible.  
Furia’s Study of Female Interactions 
Furia (2009) suggested that the US army has still not determined how to successfully 
integrate women into its service. She conducted a highly unique and extensive study of gender 
interactions in an undercover manner when she posed within three separate situations as a 
researcher, a potential Officer Cadet (who did not reveal her real identity until the completion 
of the study), and as a member of an “educator’s tour” during a one-week observation period 
(p. 34). The female soldiers, she observed, had performed gender in exaggerated feminine 
ways, even if the behaviours defied the norms. For example, one woman had been ostracized 
because of her extensive dependency on the others. Similarly, during the current study, one 
participant mentioned, “The guys do seem to highly respect the girls that can keep up or at 
least make a highly visible effort to do so,” and some women “will only strive to meet the 
bare minimum in physical standards,” and she expressed her own frustration at their lack of 
effort. 
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During her undercover roles, Furia (2009) observed that women had also attempted to 
surpass men’s performances by embracing the challenges and excelling at them, or by 
attempting to be non-conspicuous. Women, she noted, had also often consciously acted with 
feminine mannerisms in order to minimize the threat they posed to men by acting like a sister 
or a mother, thereby minimizing physical threats to themselves and being protected by the 
men. The females had also strategically applied feminine behaviours, but they had often been 
uncertain about which gender standards to apply. This confusion in types of behaviours 
resulted in punishment or ostracization if they demonstrated them in an overt manner (Furia, 
2009).  
Furia (2009) also reported that each of the women’s actions reflected on the women as 
a group by pressuring each other to conform, although she discovered that they had not 
always assisted each other in meeting those standards. Kanter’s (1977) two-token situation 
accounts for women’s lack of assistance to each other, although Furia (2009) referred to 
women as having occasionally established alliances, but more often being unable to form 
connections because of competing against each other. The competitive nature of women was 
very evident throughout the current study’s interviews, although the concept of forming a type 
of “buffer” between the women and men was mentioned by one woman, in order to form a 
type of unified strength against potential conflict with males. 
Some women, Furia (2009) discovered, had distanced themselves, preventing them 
from uniting against perceived injustices, and others had been disgusted by other women’s 
failures, but had not assisted them to succeed. Others, she observed, had feared being 
associated with other women because bonds were perceived to potentially diminish their own 
successes. Additionally, men’s errors were often trivialized, and women’s errors were often 
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magnified and demonstrated as feminine failure, and their extreme successes were overly 
highly acknowledged. Perhaps the “self-imposed pressure” that was referred to by three of the 
participants within the current study was reflected by Furia’s observations of perceptions of 
failure by the genders. One participant in the current study did indicate that she had wanted to 
be “just as good as the guys,” although another noted that she had to perform to a higher 
standard than her male peers in order to progress within her career.  
Ironically, during her study, Furia (2009) herself had been singled out and resented by 
other women for her exemplary note taking. She then switched to a motherly role, noticing 
only later that this was her own method of coping within the environment. The roles of 
daughter, wife, and mother, Furia remarked, “sometimes contradict their position as soldier,” 
and none of the women had adhered to any one particular masculine or feminine strategy in 
order to navigate their positions with both genders (p. 220). Similarly, Berdhal (2007) 
indicated that both genders were more likely to become targets of harassment when they did 
not act in sync with the traditional norms of their genders (Defence Research and 
Development Canada, 2017). 
Mixed-Gender Interactions 
Australia’s Sex Discrimination Commissioner, Elizabeth Broderick, described 
Australia’s military as a highly masculine organization that was a “team based, operational 
culture” (as cited in Snow, 2012, para. 3). Snow (2012) conducted 130 focus groups on 33 
bases in Australia, Tarin Kowt and Kabul in Afghanistan, a base in the Unit Arab Emirates, 
and East Timor (para. 4). The groups recounted how Australia’s female service members had 
been excluded, misinformed by fellow male soldiers, and harassed, bullied, and victimized 
(Snow, 2012). Broderick added that female soldiers gravitated toward traditional 
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administrative, clerical, health, logistics, communications, and intelligence roles, all of which 
were often areas in which members were not selected for senior leadership and operational 
positions (“Breaking Down a Highly Defensive Culture,” 2013). Broderick also reported that 
a common perception still exists such that women are perceived to need “managing and 
accommodating,” instead of being recognized as significant contributors to its military (as 
cited in “Breaking Down a Highly Defensive Culture,” para. 3). Australia’s goal had been to 
integrate women into promotion areas such as staff colleges, because Australia’s Defence 
Force was not meeting its recruiting goals. Half of its Army, Air Force, and Naval recruits had 
left the military a few years after joining the military (Snow, 2012, para. 24).  
During the current study interviews, male-to-female interactions were described very 
differently from female-to-female interactions. Negative male-to-female interactions were 
usually attributed to “the odd person” who had demonstrated either harassing or discriminatory 
actions toward the participants at some point in their careers. Two of the women reported that 
their male peers had attempted to do work-related tasks for them instead of having assisted them, 
even though they were employed in highly physically-oriented occupations. The only other 
women who were currently or had been previously employed in similarly highly physically 
demanding occupations both mentioned that they had tried to be “one of the guys.”   
One of the participants’ impressions was that military servicemen responded to women 
by treating them like a “little sister,” dismissing them, respecting them, or being protective or 
“chivalrous” (for example, when the servicemen tried to do the work entirely for servicewomen 
after the women had only asked for assistance with a task), or by seeing them “as something 
sexualized.”  
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Another respondent noted that she had not ever let “inappropriate” comments slide, but 
instead had confronted her male co-workers. Another woman had applied humour in order to 
“build rapport . . . I don’t mind . . . joking as one of the guys rather than being and prim and 
proper . . . get on the same level as the guys and be one of the boys.” She added that if the jokes 
became inappropriate, she had “no problem saying something.” Another participant noted that 
being “one of the guys” had gained her respect, because “you put yourself on the same playing 
field as everyone else.” Taber (2011) also referred to female soldiers in the CAF as having 
adapted to the military culture by having adopted both masculine and feminine traits within the 
organization.  
Although the tactic of identifying more closely to a male versus female identity had 
not seemed to incur any negative effects for the women in the current study, Kanter (1977) 
argued that women who are in a token situation and attempt to be “one of the boys” (p. 228) 
often find themselves in a situation of peer exclusion and thus being denied the informal 
training and valuable information that peers can provide. Unfortunately, these women then 
find themselves turning against their own group of women in order to gain acceptance from 
their male peers.  
Major Sandra Perron (2017), Canada’s first female infantry officer, also referred to 
having wanted to fit in with her male comrades. She had requested and was placed in the male 
officers’ tent – partly to fit in, but also to avoid being sexually assaulted. She had surrounded 
herself with witnesses and enough men whom she had believed would intervene if a sexual 
assault occurred. Perron also recalled how, early in her career, she had critically appraised 
three fellow female infantry officers’ performance, which she viewed as reflecting on her 
own. She captured the competitive nature of perhaps both women and the military when she 
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said that she was now “not proud of the way I viewed these women at that time . . . How sad it 
was that I had learned that skill so well” (p. 44).  
 Female peer exclusion was not a major factor in the current study, although statements 
regarding attempting to be “one of the boys” or feelings of having to “prove myself and worker 
harder than my male counterparts” in order to fit into the male-dominated environment were 
frequent throughout the interviews. The one participant who referred to her occupation as one of 
“the worst for cutting each other’s throats” clarified that she was including both her male and 
female cohorts. Petty Officer Second Class Houghton also recalled that she had to act like “one 
of the boys” in order to function within the Canadian Navy (as cited in Wong, 2015, para. 12). 
She described having desensitized herself as her way of coping, and added, “You have to cover 
yourself. You have to put that thick skin on to be part of the boys’ club” (as cited in Wong, 2015, 
para. 11).  
Kronsell (2005) identified Swedish servicewomen as having taken great strides to 
make themselves fit into the male dominated environment, such as denying commonality with 
other women. She noted that although all militaries have been described as reflecting 
hegemonic masculinity, Sweden’s military had a large variation in the norms of masculinity 
among its Army, Navy, and Air Force elements. Despite women’s conscription into their 
military, Kronsell argued, their presence in fewer numbers has resulted in a high level of 
visibility. Katzenstein (1998) observed that women in the US military and the Catholic 
Church had “attempted to change the norms, while others chose to ignore them, depending on 
the situation” when they were confronted by the gendered norms in those situations (as cited 
in Kronsell, 2005). 
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Two of the participants in the current study also noticed that men seemed to respect and 
support women in general, although comments that related to physical demands included the 
caveat “but not if a woman couldn’t hold her own,” or “keep up,” or, as one woman remarked, 
“at least put the equivalent effort in.” For the most part, men were described as “caring” and 
“encouraging,” although these behaviours usually referred to male-to-female interactions during 
basic recruit training, perhaps because at that point in their careers most of these members were 
on an equal basis regarding rank and level. One woman stated, “They didn’t care if you were 
female or not. As long as you did everything they did, they’d totally respect you.”  
Although female-to-female interactions were described primarily as more competitive 
than either male-to-female or male-to-male interactions, one woman described her experience of 
having been promoted in rank as an indication of unhealthy competition. Her male co-workers 
had publicly attributed her success to their belief that the CAF “had to promote” a certain 
number of women in the trade, not to her work ethic and skills as a leader. Canadian journalist 
Kate Fillion (2007) reported that women were being promoted at a disproportionately lower rate 
in the CAF, which reduced their credibility. Fillion’s belief reflected the contrast of the above-
mentioned participant’s case in which her male peers had attempted to discredit her because of 
her promotions in rank. Fillion also reported that she believed strength was a trait that men 
advantageously could apply over women, particularly during deployment on warships. 
Commodore Marta Mulkins, Commander of the Naval Reserve, noted the benefit of being a 
“viable contributor” in a fitness sense, to a ship’s team, but also observed that sea sickness in 
particular affects both genders, and she described it as an “equalizer” for the genders (Mulkins, 
2009, p. 43).  
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Two of the participants, including one who was deployed at sea and another who had 
served in the field, focused on the physical demands of working in a field environment, and they 
noted that they currently, or had previously, experienced some difficulties “keeping up” with the 
men. Another woman who had previously served in a combat arms occupation observed that 
there was “more pressure being female. Just physically. Most women are shorter and not as 
strong as guys carrying all the same equipment . . . it took quite a bit of effort.”   
The previously administered, and currently outdated, CF EXPRES Test had required a 
lower passing standard for women (Government of Canada, 2013c, para. 1). This test was 
mentioned in two of the current study interviews as having created resentment among male 
soldiers. One woman reported, “On course, it was brought up that my fitness test was easier than 
theirs, since a few of them couldn’t pass, but they could pass the female standard on the test.” 
Another woman also referred to men as “being bothered” that the test’s passing requirement was 
lower for females. 
The respondents also observed that males conversed differently with each other, and they 
referred to the conversations as “guy talk” or talking in a “jar-headed environment.” Male-to-
male interactions were consistently described as less competitive than female-to-female or other 
types of interactions. One of the participants described men as “hoo hah I’m macho” in an Army 
environment in particular. Another respondent provided an extensive description of males having 
been physically competitive with each other and calling each other derogatory names in a field 
environment, and she described these conversations as a way to express affection for each other. 
A third participant also noticed that the same type of homosocial behaviours were “tamer and 
more filtered” in an Air Force environment. 
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Gendered Differences in Leadership 
Although there were a number of respondents who referred to male soldiers acting in a 
physically and verbally aggressive manner toward each other, much of the discussion during the 
interviews referred to the differences between leadership styles and gender. One member praised 
a female officer whom she had observed participating in physical training and interacting with all 
of the members who were present. She added that the officer “had a sense of humility about her,” 
and “female officers are much more willing to talk to you on a one-on-one basis.” Another 
woman noted that she could show her emotions and talk about personal issues more easily with 
female supervisors because they were “more likely to empathize or relate.” One woman 
observed, “When a female makes it to the rank of Sergeant and above, none of them have shown 
me any disrespect or stupidity, but there have been a few males that I wonder if they’ve just been 
pushed through. Some of them [females] feel that they have to be at a certain standard and hold 
it.”  
With the exception of the above-mentioned participants, six others either described 
female supervisors in general as “definitely harder on women” or as “the worst.” One woman 
described herself as a supervisor who was also “harder on women,” and she described female 
supervisors in general as “wanting to keep a standard.” She noted, “There’s potential, so you 
push them [female subordinates] harder.” Three of the participants referred to female supervisors 
as having had “something to prove,” and all three also noted that they had not experienced 
similar problems with male supervisors.  
Family Considerations 
 Family considerations were applicable to all of the participants, although they were 
discussed to a greater extent by the interviewees who were parents. The considerations are 
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classified as follows: parental influence, challenging family situations, pregnancy and child 
rearing, and leadership.  
 Parental influence. Positive parental influence had affected four of the current study’s 
respondents’ decisions to join the military. One member’s parents had encouraged her to 
complete post-secondary education prior to applying to join the Forces, and the others reflected 
primarily on their father’s influence when they had applied to join. One of the women recalled 
that she had decided to select the only occupation that interested her because of her father’s 
comparable civilian occupation. She described him as an “inspiration,” who had influenced her 
“even more” to focus on only one occupation when she had applied to transfer to the Regular 
Force. Another member, whose father and many of her other family members had been enrolled 
in the military, “put off” joining because her mother had wanted her to “break the Army cycle 
. . . just settle in one spot and not deal with the Army life.”   
Related to the common motivational reason to initially join the CAF for financial 
benefits, a fourth woman noted that because her father had served in the Forces, she “knew it 
was a good environment . . . it would allow me to provide for my child.” She indicated that her 
father and a number of other family members were currently or had previously served in the 
military. Another participant’s father was a retired military member who had “kept bugging” her 
to join the Forces, so she had selected an occupation and element to join “just to piss him off.” 
However, she was the only member who described having been motivated to any extent in 
defiance to a parent.  
Research is emerging to examine the influence of adults, particularly parents, on youth to 
join the military. Gibson, Griepentrong, and Marsh (2007) determined, “Parental attitudes are an 
important factor in youth enlistment decisions” in the US (p. 527). How exactly this influence 
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works had not yet been determined, they noted, but the parents’ beliefs of how likely their 
children would succeed in the military was believed to be an important factor, and Gibson et al. 
encouraged recruiting organizations to conduct further research in this area. 
Challenging family situations. Another family consideration that associated more 
closely with participant motivation was the support that the CAF either had or had not provided 
to members who had experienced either marital or other family challenges. “You give back what 
you got” was one of the most commonly heard sentiments throughout the participants’ 
interviews. However, the phrase applied only to those women who had received extensive 
support from their chain of command for either having provided care to an ill family member or 
having coped with marital breakdown and custody issues. Unlike the two members who 
indicated that they had received extensive support for their personal issues, another woman 
described her fear of not having done her “fair share . . . not holding up my end,” and she 
therefore had rebooked a specialist appointment for her child that had taken her a year to initially 
book.  
Within the civilian sector, women who announce that they plan to spend time caring for 
their children or aging parents, or just to gain more time to themselves, have often been viewed 
as failures and not as capable of successfully managing their careers or balancing their lives 
(Eichler, 2015, p. B16). One of the dual-parent family members in the current research study 
noted that she felt the military “should try to support dual military families better than what they 
do.” Interestingly, none of the single parents in the current study expressed a belief that the CAF 
should do more to support single or dual-parenting military families. Zach Lloyd, a CAF 
member, recently referred to dual military parents’ difficulties with the inflexibility of taking 
parental leave to care for offspring. Lloyd also noted, “You don’t lose any pay . . . but if I can 
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take the 18 months . . . or split it with my partner [in flexible segments], we can do that” (as cited 
in “He Missed the First 9 Months,” 2017, paras. 14, 17).  
Two of the participants within the current study recounted negative experiences regarding 
their combined military and family experiences. One woman had hidden her pregnancy from her 
peers and subordinates for a lengthy period when her peers advised her that their performance 
appraisals had been “negatively affected” by their pregnancies. She recalled that she “wasn’t 
going to take the chance” and have her career negatively impacted by her pregnancy. Another 
woman announced that her career had been “definitely affected” and “delayed” because she had 
taken maternity leave. She also indicated that if one of her children became ill on a non-recurring 
and short-term basis, her unit supervisors had “very little tolerance for that.” Similarly, one of the 
participants also mentioned that the male supervisors in her unit had reacted differently to child 
care requirements than a female supervisor, “because if their kids got sick, their wives were stay-
at-home moms and could stay and look after them.” This is ironic, because the Government of 
Canada (2013b) indicated,  
The CF have a moral obligation to provide support to its members and their families, and 
to ease the difficulties of juggling career and home. Issues such as child care . . . 
pregnancy leave, and single parenthood are all factors that contribute to the departure of 
women from the CF. (para. e)  
In addition, the Standing Committee on National Defence and Veterans Affairs (SCONDVA) 
report, released in 1998, prompted a number of recommendations to improve the leadership, 
financial and living conditions for military members (Rehman, 2018a). Among these 
recommendations was that the unique challenges of some military families should not limit a 
member’s career opportunities.  
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Some men may have what could be considered to be an advantage if their spouses are 
stay-at-home parents. Nevertheless, a 2017 study by the Pew Research Center indicated that 52% 
of American fathers not only found it “difficult to balance work and family life,” and almost half 
of them said that they “would prefer to stay at home with their kids” (Chater, 2018, para. 44). In 
recent years, the number of both civilian and military Canadian men who take advantage of 
parental leave has “increased significantly,” and this increase reflects a trend in Canadian society 
in general. However, some issues of underpay and overpay are being “looked at” by the CAF 
(“More Military Dads,” 2015, para. 13).  
Similar to the Pew Research Center’s study, American military men were discovered 
be less capable than women of managing family-related stressors, which they avoided in order 
to embrace their work more fully. In a study of the effects of stress on job functioning of 
16,193 American military men and women who were serving in the three elements, 33% of 
women reported a great deal of stress because of having served as a woman in the military, 
including a higher level of family-related stress than men (Bray et al., 2001, p. 405). Kessler 
hypothesized that women tend to balance the dual roles of primary caregivers and employees 
in the labour force, and this balance often accounts for these differences in coping (as cited in 
Bray et al., 2001).  
Although Bray et al. (2001) determined that men experience more difficulty than 
women when trying to balance their family lives, it is possible that they are also resentful 
toward women who have taken time off work in order to care for their children. It was evident 
from the current study interviews that maternity leave, or staying at home to care for a sick 
child, had resulted in some perceived backlash from males – as one woman proposed, not 
toward her, but “toward the system.” Another woman in the current study recalled a male 
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peer’s resentment because he had viewed her as capable of either reproducing or taking time 
away from work in order to take maternity leave.  
Hopkins-Chadwick and Ryan-Wenger (2009) found that 31% of military serving women 
felt stressed by the fact that they were female in a primarily male environment (p. 410). They 
also discovered that the servicewomen had less personal control over their lives and frequent 
deployments, and were required to work lengthy overtime hours. (In relation to the current study, 
autonomy was listed as important to their well-being by two of the participants, deployments as 
stressful by all of the three participants who had children, and shift work as stressful by two of 
the participants who had children). According to Hopkins-Chadwick and Ryan-Wenger, a higher 
percentage of enlisted women versus their male counterparts were also caring for their elderly 
family members and running households. Because of these higher stress levels, they noted that 
female soldiers experienced poorer health status and negative impact on job performance, both in 
garrison and on missions. Hopkins-Chadwick and Ryan-Wenger determined that stress most 
significantly affected married servicewomen with an absent spouse, younger enlisted females, 
and women who had the least education. They also noted that balancing combined military and 
family demands resulted in high levels of unhealthy conflict, and more females left the military 
than males, particularly those who were at the junior level of both enlisted and officer ranks. 
Some of the respondents within the current study self-identified as parents. Two 
participants were the sole caregivers for their children, and one said that she felt “like a primary 
caregiver.” They mentioned that the financial means to support their children had been a reason 
for joining and remaining in the CAF. Gouliquer (2011) found that servicewomen generally 
identify as the primary caregivers of their children, and they “willingly and unquestionably” 
accept this responsibility (p. 206). This acceptance was also demonstrated during the current 
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study interviews. Deployments in particular were considered to augment the difficulties that 
women face in the military because they are required to leave their children behind, and 
regardless of how the females adhere to the perceived priority of mission before self (and 
therefore before family), it creates a further dilemma of competing priorities that the women are 
required to balance (Gouliquer). Although seven of the current study’s respondents had deployed 
within their careers, all of them indicated that they had thoroughly enjoyed the challenges and 
intense work required during their deployments. However, those who had children, and single 
providers in particular, expressed having experienced a great deal of stress from leaving them for 
lengthy periods. 
One participant’s spouse, also a military member, had served in a field unit and had 
frequently deployed for lengthy periods. She recalled that she had been fortunate to secure a 
caregiver who had become close to her family and cared for their children during any hours of 
the day or night. However, others within the current study recalled their consistent struggles to 
locate reliable child care when they worked shift work or were deployed. Having sampled 7,484 
employed Canadians, Vermeulen and Mustard (2000) determined that negative psychosocial 
factors at work created more distress for men than women. Women, they suggested, are more 
prone to report negative psychosocial problems at work, and they suggested that social support at 
work may potentially reduce negative work-related factors for women. Vermeulen and Mustard’s 
study was not conducted with military members, although militaries in general have been 
associated with these types of stressors.  
DeGroot (2001) proposed that women’s service can also be advantageous in a military 
environment because they appear to calm stressful situations and mitigate the dominance 
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assertion of male soldiers. DeGroot also noted that a gender balance aligns more closely with 
civilian society and thereby enhances the success of a gender-balanced group.  
Pregnancy and child rearing. The findings of deception and discrimination associated 
with childbirth within the current study were surprising, because the birth of a child within 
Canadian society is normally associated with hope and happiness. Canada’s maternity and 
parental benefits have been designed to provide assistance to one or both parents, in order to 
manage the magnitude of caring for a child. Paid parental leave is also associated with a lower 
rate of infant mortality, better maternal mental health, better division of parental leave if both 
parents take leave, and ease of transition for both the employee and the employer (Scott-Reid, 
2018). Despite these benefits, ironically, Racanelli (2016) noted that only one in ten Canadian 
civilian men consider taking paternity leave (para. 3) because of fear of being the one who 
“bails” on co-workers (para. 1), and male supervisors find it difficult to imagine why fathers 
would want to take a significant amount of time away from the workplace for the birth of a child. 
If Canadian society in general reflects the outdated model of having only women take 
time away from work to raise a child, then it is not surprising that its military would reflect and 
likely magnify the type of shame associated with men taking time off from work for an activity 
that is traditionally associated with female caregiving. Even though a current trend celebrates 
stay-at-home mothers and “opting out” of the workplace, Canadian culture remains “extremely 
misogynist and exploitative . . . Society teaches girls from a young age that in order to be valued, 
they need to be desired by men” (Kingston, 2014, para. 27).  
In addition to the nature of a military contributing to its machoism, Canada’s military’s 
rank structure is demonstrated in a highly visible way on its uniforms, and members are 
addressed according to rank. This structure may also serve as a type of psychological barrier to 
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disassociating male and female soldiers with a caregiving or even personal type of role. In a 
recent conversation with a Primary Reserve Infantry officer, Carl,11 a full-time civilian employee 
and part-time Reservist, humorously observed that military subordinates initially had not 
recognized him in his civilian attire in the civilian sector, and they had later remarked to him that 
this had been why they did not immediately address/pay compliments to his rank.  
One respondent in the current study indicated that she had been asked by a peer why she 
was wearing civilian attire in the military workplace, and when she had responded that she was 
waiting for her maternity uniform to arrive, he remarked, “Oh yeah – another female and we 
have to do your job.” When she had retorted that she could do her job, he had declared, “Well, 
you’re pregnant. You can’t.” This incident had occurred a number of years ago, but another 
participant’s recent pregnancy revealed a similar unwelcoming and dismissive climate, notably 
because pregnant members are removed from the field and employed in an office environment 
for the duration of their pregnancies. One of the respondents summed up maternity leave in 
particular as “You’ve got this going against you.”  
Unsurprisingly, the respondents with children described the stress associated with time 
away from home and efforts to raise their children, especially during deployments. One woman 
noted, “Being military doesn’t provide the support that’s required at all . . . If you don’t source 
the support through friends and family, you cannot rely on the Military Family Resource Centre 
(MFRC) to do it.” One of the other respondents who identified as a single parent noted, “The 
cost falls on the kids . . . it [parenting] is a huge responsibility.” 
The CAF has historically provided much less support to its family members. Harrison 
and Laliberté (1977) revealed that the female-generated Organization of Spouses of Military 
                                                          
11 In order to protect individual identities, pseudonyms have been used throughout this paper. 
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Members (OSOMM) at Canadian Forces Base Penhold originated to lobby for family benefits, 
and that the MFRCs, which currently exist across Canada and are managed by both the 
Department of National Defence (DND) and the CAF, evolved from the OSOMM’s efforts. The 
MFRCs’ purpose is to mitigate the problems of isolation, lack of spousal employment, and child 
care resources for all CAF serving members, regardless of their gender, and their families. 
Because there has been consistent focus on both the physical and psychological well-being of all 
soldiers, in order to optimize their abilities to function in garrison and the field, social support 
has been viewed as highly relevant to military members and their families (Government of 
Canada, 2015e). 
However, since OSOMM’s implementation in 1984, the demographics within the CAF 
have changed so that the number of women has gradually increased over the years (Smith, 2018). 
Canada has not only integrated women into all roles into its military but has also provided family 
support for all of its members via MFRCs. Gustavsen (2013) observed that other countries vary 
regarding their practices, outlook, and support for women in their militaries, depending on their 
cultural backgrounds, approaches to research, and which sections of their militaries are being 
investigated. 
As of December 2017, Canada has also allowed 18 instead of its usual 12 months of 
parental leave for new parents (“He Missed the First 9 Months,” 2017, para. 2). Despite this 
extension, one soldier, Zach Lloyd, from Comox Valley, BC, reported that 18 months was “not 
enough” in order to “spend time with children” (as cited in “He Missed the First 9 Months,” 
2017, paras. 2, 3). He wanted more flexibility because he had been deployed to Kuwait during 
his daughter’s first nine months of her life. Lloyd cited the difficulties of finding and affording 
daycare, particularly after “taking off a full income job.” He insisted that it was “ridiculous” to 
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care for a child throughout the night and then try and be “focused and awake” at work (as cited 
in “He Missed the First 9 Months,” 2017, paras. 2, 5, 6). 
Lloyd also referred to flexibility as being able to take parental leave and take, for 
example, one day a week to go to work to maintain management of supervisory responsibilities. 
He added that many of the Army fathers like taking parental leave, and military members are 
very fortunate because they “get the time off at 100% pay” (“He Missed the First 9 Months,” 
2017, para. 9). Lloyd also believed that Canada’s pay in particular should reflect that of 
Scandinavia and other European countries. 
Despite the Canadian Forces’ advancements in gender equality and maternity and 
parental leave, there has been a discrepancy between serving members and the need for child 
care for members who are deployed or work shift work, or whose children are ill. As a 
previously serving member and current columnist, Arwen Falvey (2017) reported, “Sex and 
gender do not, and should not, limit what you can do in life. But women and the Armed Forces 
just don’t mix” (para. 2). Falvey was referring to her own extensive difficulties with attempting 
to balance both a military career and role as a single parent; as a result of her own experiences, 
she did not recommend the CAF to women or single parents.  
Similarly, A/SLt Laura Nash, a single mother and former officer in Canada’s Navy, had 
advised the Canadian Broadcasting Corporation that she was going to leave the military because 
of “little institutional support and, more importantly, empathy for single moms in uniform” 
(Brewster, 2017, para. 7). The Chief of Defence Staff, General Jonathon Vance, responded to the 
A/SLt Nash’s situation with “What we [the CAF] wants to do is alter – somewhat – how we look 
at people. Everybody’s valuable in the Armed Forces” (Brewster, 2017, para. 39).  
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Perhaps in response to the media coverage of A/SLt Nash’s dilemma, the CAF’s 
recruiting website has been extensively updated (since 2015). Near the bottom of the first page of 
information on the CAF’s 2018 recruiting website is a link to an officer’s profile that states the 
following:  
Captain Georgette Mink’s experience proves that being a single mother in the military is 
more than possible – for her, it has been ideal . . . Captain Mink strongly believes that the 
Forces offers travel opportunities and benefits that cannot be beat. Captain Georgette 
Mink fully accepted the challenges of being a Forces member with no regrets. She feels 
that it has been the ‘most rewarding, enjoyable and satisfying career choice’ of her life. 
(Government of Canada, 2018g, p. 1)  
The first page of the recruiting website also contains the title “Why is the Canadian Armed 
Forces the job for you?” with the subtitle “Part-time jobs available,” showing a photo of another 
servicewoman cradling a young child in her arm – which subtly indicates that if you are a parent, 
perhaps a part-time military job would be more suitable than a full-time one (Government of 
Canada, 2018b, p. 1), thereby perpetuating the masculinized norm of the full-time military. 
How Captain Mink secured child care for her twins, especially when she was required to 
leave the area for lengthy periods, is somewhat vague. Captain Mink reported, “The military has 
been extremely helpful in providing me with tools and resources to manage” (Government of 
Canada, 2018g, para. 1). Only one of the participants in the current study mentioned the MFRC’s 
support, and her opinion was, unfortunately, the opposite of Captain Mink’s. Additionally, as an 
officer, Captain Mink’s pay rate would be higher than most NCMs, so it could be argued that she 
would have more financial means to afford child care than single parents who are NCMs. Single 
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parents may or may not also receive parental financial support from other means (i.e. an ex-
spouse).  
Lieutenant-General Mike Jefferey, the Canadian Commander of the Army in 2001, 
reported that integrating women and visible minorities was “vital to the well-being and survival 
of the institution” because the Forces required the largest talent pool to draw from its recruits 
(“Military Women Vital,” 2001, para. 1). A serving female Sergeant in the CAF with 20-plus 
years of service, Sergeant Jamie Shewaga also indicated that employing women in the Forces 
reflects Canada’s demographic society and projects its values throughout the world (Anderson, 
2012).  
In 2001, the CAF Chief of Military Personnel (CMP), Rear-Admiral Adam Smith noted 
that it is “critical” that the Forces’ mission “take proactive measures to be inclusive for men and 
women of all cultures” (Berthiaume, 2014, para. 18). Additionally, the CMP in 2015, Major-
General David Millar noted, “Diversity is a source of strength and flexibility for the CAF . . . We 
could not have achieved the success that we did in Afghanistan, Haiti and elsewhere without the 
contribution of our diverse members, including women.” He added that the CAF has been 
praised for achieving its current number and employment opportunities for women (Millar, 2015, 
para. 2).  
Even though women’s opportunities have increased within the CAF, women have 
historically fought very hard to gain further opportunities than just having been allowed to be 
employed in limited roles in World War II. Canada’s military today has been described as a 
“gender-equal” military (Rehman, 2018b, p. 52). The fact that there are opportunities for women 
to serve within all trades in the CAF (Government of Canada, 2018c; Government of Canada, 
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2018e) may now paradoxically be creating a problem for single and separated/divorced parents 
to manage the myriad of demands of a CAF career and childrearing. 
During the current study interviews, another participant disclosed that she had “partially” 
decided not to have children because of her CAF career demands. Another member and her 
spouse had arranged the birth of their second child to coincide with a future posting that would 
not be field-oriented. Unfortunately, a third participant recalled having spent approximately “42 
days in one year” with her spouse, and added that following both of their deployments, they had 
been too unfamiliar with each other to sustain their marriage.  
The manner in which all of the interviewees relied on different methods of coping within 
their careers varied widely. One expressed her intention to leave the organization or change her 
trade, partly because of the demands of shift work and the requirement to balance family 
demands. Five of the members cited “family management,” “time away from home,” “balancing 
shift work and family,” “away from family,” and “shift work and family” as their greatest 
stressors.  
Two of the women described their friends and family as having provided childrearing 
support, but others noted that their parents had not always been able to fly down (at the 
members’ expense) to assist with childrearing. One member noted, “Everyone is not in the same 
situation.” A number of the interviewees initially had viewed their CAF enrolment as primarily a 
financial benefit because, as one woman stated, if both parents are CAF members and deployed, 
“One of us would have to get out because we can’t leave our child with just anyone.” These 
dilemmas raise the question of how single military parents, or members who share custody, cope 
with balancing the demands of both CAF careers and family. Unfortunately, very limited 
research has been conducted on the topic of dual and single parenting while serving in the CAF.  
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Skomorovsky (2018) noted that the Director General Military Personnel Research and 
Analysis (DGMPRA) received 522 responses from a random electronic survey of CAF members 
who were single, divorced, separated, or widowed parents of children 19 years or younger. More 
than 60% identified “financial strain” as their primary concern, and their children’s health and 
well-being as their secondary concern (para. 6). Fifty per cent were also worried about their 
children’s adolescent years, “doing the right thing for their children,” and other “heavy demands 
and responsibilities” (para. 6). Forty-four per cent believed that it was difficult to balance their 
military and parenting roles (para. 7). Skomorovsky also indicated that many of the respondents 
were unaware of the services available to them. DGMPRA subsequently developed a research 
program that was intended to “enhance the lives of Canadian military personnel, veterans and 
their families” (para. 12).  
If two-parent families experience difficulties with coping with the demands of work and 
family, it is expected that single-parent CAF members and/or sole caregivers, members who 
share child custody, and members with other family-related, marital, physical or mental 
challenges, would potentially experience even more problems managing these types of demands. 
One of the single parents within the current study mentioned that she had been provided one 
days’ notice to deploy and had planned for it very well, but added, “Some people just don’t know 
how to plan.” It is important to note, however, that there are also members who, for social or 
other reasons, are unable to create the types of friendships or contacts that are required to care for 
family members – despite the conviction of two respondents, “You have to advocate for 
yourself.”  
Ironically, two-parent CAF families are potentially more likely to have the financial 
means to have one of the spouses leave the CAF, in order to manage family demands. There 
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could also be added flexibility for two-parent CAF families to have one or both members change 
their occupations (usually an occupational change incurs a lower pay rate) (Government of 
Canada, 2018i). One woman noted that she withdrew her application to change her current trade 
to a much more challenging and field-oriented occupation, because “that job would not have 
supported single parenting very well.” Commenting that single parenting “made things very 
difficult,” she added that “declining small opportunities” and putting the needs of her children 
first had affected her ability to “skyrocket” within her career.  
Leadership. Regardless of the types of family situations or difficulties that they face, the 
reality is that members of the Forces depend not only on themselves, but on their chains of 
command/leadership and their career managers to cope with their conflicting family and career 
demands. Poor leadership was described throughout two of the interviews as verbal non-support 
directed at members who might become pregnant and take time off work because of pregnancy 
and child care. This time off then created a secondary difficulty of others (referred throughout 
the interviews as “the guys,” likely because of the high male-to-female population within their 
trades) then having to assume the women’s workloads when the women were on maternity leave 
or at home with a sick child. Davis (1977) recognized that the impact of pregnancy can affect job 
assignments, and can then “influence the scope and nature of a woman’s work experience, and 
subsequently her perceptions of her future in the organization" (p. 186). However, she noted that 
because family members are a high priority for most people, family demands can influence 
whether a member remains in an occupation or in the Forces in general. One woman in the 
current study indicated, “If leadership is in your corner and people who will sit and listen and try 
to figure things out with you, then there’s no reason not to stay and make a career out of it, if 
you’re enjoying yourself.”  
212 
 
 
2. What are the effects of cultural experiences that may affect serving females’ impressions 
of their previous and/or current occupations, and the CAF? 
 The females’ impressions of either their current or previously assigned occupations were 
influenced by their perceptions of their receipt of information about their occupations and their 
treatment during the early stages of training in their careers. These factors are discussed in detail, 
as are the differences among the types of bases that they were assigned to, and the elements 
associated with their occupations. 
Designated Occupational Information  
 The respondents who indicated that they had received sufficient information about the 
trade(s) that they had selected at the time of their entry into the Regular Force, tended to express 
greater satisfaction with their occupations than those members (with the exception of one) who 
had been less informed. Interestingly, none of the interviewees indicated that they had 
experienced any difficulty with the technical aspects of their trades. Instead, all of them often 
focused on having thoroughly enjoyed the most challenging tasks presented in their occupations, 
and frequently cited the busiest and most challenging occasions in their occupations as those that 
they had enjoyed the most in their careers.  
In three of the cases, the women’s previous education and skills had not transferred to 
their current occupations, and one of the three members who was dissatisfied with her 
occupation also noted that she had received very little knowledge of occupations at the recruiting 
centre. The two members who had switched their occupations after joining or transferring to the 
Regular Force expressed a great deal of satisfaction with their subsequently assigned 
occupations.  
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All of the participants reported having had no expectations when they joined the CAF, or 
they recounted their experiences with expectations in a positive manner. For example, they had 
had expected to be treated “fairly,” or “like a student.” One woman, who had previously been 
employed in a combat arms occupation, self-reflected that when she entered a male-dominated 
occupation, she had not thought, “Oh, there’s another job where men run the show.”  
Impressions and Elemental Postings  
 Results from the current study indicate that the females’ impressions of their previous 
and/or current occupations and the CAF often intertwined with the types of bases (Air Force, 
Army, or Navy) associated with their postings. These types of bases, in turn, influenced the type 
of interpersonal communications that they associated with their occupations. Impressions of the 
CAF from the early stage of joining the organization, regardless of occupation, were also evident 
throughout the interviews. This was an unusual finding, because a few of the interviewees had 
longstanding military careers, yet remained focused on the early aspects of their training and 
how these impressions affected their views of the CAF in general throughout their careers.  
Elemental differences were a recurring theme throughout the current study’s 
interviews, and the five members who had served in more than one element had made more 
comparisons of the elements. The women who had served or were currently serving in the Air 
Force referred to it in the most positive manner, and described it as “much more relaxed” than 
either the Army or Navy. One woman who had transferred to an Air Force occupation and 
environment referred to the Air Force as having “more respect and professionalism,” and the 
Navy as being “a lot worse for interpersonal problems.” Another woman referred to her naval 
occupation as “awesome,” but described the Navy as having an “old boys’ mentality,” 
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although she added that it was fortunate the number of women in the Navy had increased 
since she had joined the Forces.  
The External Review Authority (ERA), Marie Deschamps (Government of Canada, 
2015c), analysed the complaints of gender harassment in the CAF and indicated, “It is clear 
that different subcultures exist within the three different service areas” (para. 4.2.2). 
Deschamps also reported that there had been no “substantial differences in the nature, 
frequency or severity of sexual harassment and assault reported to the ERA” in relation to the 
three environments (para. 4.2.2).  
Kabat-Farr and Cortina (2014) studied three populations: the US military, university 
staff, and court employees. They noted that unlike women, men often benefitted if they were 
underrepresented in gender at work, and men who were employed in traditional female jobs 
tended to advance more quickly than women. They hypothesized that these advantages were a 
result of women having been considered to be submissive, dependent, kind, domestic, weak, 
and emotional, and men having been considered to be dominant, resilient, analytical, stoic, 
and competitive leaders.  
By associating stereotypical traits with each gender, Kabat-Farr and Cortina (2014) 
applied Sex Role Spillover Theory to explain gender-based roles that were inappropriate or 
irrelevant within the workplace, such as women having been viewed as potential sex partners 
versus colleagues. Their theory could explain the current study’s “old boys” perception of 
some of the participants’ roles in the CAF’s Navy. This was particularly evident when one 
woman in the current study, who had served in two of the three elements, declared that men 
viewed women in the CAF as “something sexualized,” a “little sister,” the gender to dismiss 
or disrespect, or a woman doing a “man’s job.” Similar to Kanter’s findings (1977), Kabat-
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Farr and Cortina (2014) also noted that occupations themselves were associated with gender 
stereotypes. 
One of the current study’s participants mentioned that it’s “not just men” who have 
harassed other members. Kabat-Farr and Cortina (2014) also discovered that within their US 
military sample of 53,170 members, women were either the sole perpetrators or co-
perpetrators in a large proportion of harassing situations. A report by Defence Research and 
Development Canada (2017) indicated that recent literature has focused not only on 
harassment by men directed against women, but also on harassment based on same-sex, by 
women, and against ethnic minorities. 
Female military soldiers’ sexually deviant behaviours have also been widely publicized. 
The Abu Gharaib prison story from 2003 altered the public’s perception of women as feminine 
and fragile when photos were publicized of six US soldiers (three of seven who were female) 
physically and pornographically torturing Arab male prisoners in a US military prison (Hersh, 
2004). The sole female commander in the Iraq area, General Janis Karpinski, had been in 
command of the Iraq correction facilities, and was later disciplined and suspended of her duties 
(Hersh, 2004).  
Bryce (2017) observed that, overall, women’s service is viewed as advantageous because 
they add diversity to a military that requires a number of different skills besides killing the 
enemy, and women are believed to be able to deal with complex situations, particularly regarding 
building relationships within other societies. Similar to Davis’ (2013) findings, Miller and 
Moskos (1995) discovered that gender, race, and occupation highly influenced how deployed US 
soldiers reacted to Somalians. Men, Caucasians, and those in combat occupations, Miller and 
Moskos argued, tended to adopt a “warrior strategy” by attempting to appear less vulnerable and 
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blaming the victims, and women and blacks tended to adopt humanitarian strategies by seeking 
cultural explanations for the Somalians’ behaviours (p. 633). Regardless of women’s unique 
skillsets (or possibly perceived weaknesses), however, this researcher could find no literature 
documenting full success of recruiting women into any of the western world’s militaries.  
One of the current study’s participants viewed the CAF as “changing more and more each 
year. Like women – we can now be in any occupation.” Another woman recalled having been 
offered naval occupations numerous times by the recruiting centre and having extended her time 
to join the Forces by years to avoid assignment to that element. The only respondent who had 
served in all of the three elements summed up the Navy as consisting of “spoiled” members who 
“wanted everything done for them.” Two studies found that the more masculine the setting 
(Canada’s Army had been ranked as the most masculine element, followed by the Navy, then the 
Air Force), the greater the women’s confusion over identifying appropriate behaviours for 
themselves (Ranvig, 2014; Winslow & Dunn, 2002).  
In the late 1970s, the opinion polls conducted by Gallup Canada on behalf of the 
Department of National Defence revealed that support for women as aircrew was the highest, 
while support for women in land combat units was the weakest (Davis, 2009). Throughout the 
current study’s interviews, the Army was portrayed overall in a more positive or balanced light 
than the Navy, and more frequent comparisons were made of the Army compared to the other 
elements. One interviewee reported having recently watched the current recruiting video of her 
occupation. She said that the CAF “made it look a lot more field heavy,” and that she likely 
would not have not joined the organization if she had seen that video at the time of her 
enrolment. Another woman who had served with the Army in two capacities viewed the combat 
arms as a “big, proud moment” for her, although she added that it had been much easier to enrol 
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in the combat arms, perhaps because of the higher “quality” of the intellect required to serve in 
other occupations. When comparing the elements, another woman observed that in an office 
environment in the Army, “You don’t get the camaraderie you get when you go off with small 
groups of people in the field.”  
Likewise, one woman observed that the members “looked after each other more in an 
Army environment to make sure no one got screwed over,” and she and another interviewee 
mentioned in a positive way that the Army elicited more “respect for the rank.” Another woman 
remarked that she was sure the “Army was good,” but “the two bases I had issues with were 
Army bases.” She associated a lack of effective leadership with Army bases, and effective 
leadership on Air Force bases where she experienced “no problems . . . good leadership and good 
instances.”  
 An office or support unit environment was a preferred setting for four of the 
interviewees. One female indicated that she had “felt more camaraderie . . . kind of like working 
together to meet the standard” in that type of setting. Three of the women described an office 
setting as a “very good learning experience.” Another member described it as everyone having 
been “treated the same” in the office building, compared to a previous field environment where 
she recalled variations in both effective and non-effective leadership.  
Regarding their futures in the CAF, only one respondent expressed a desire to leave the 
organization. Some respondents indicated that they “love” their jobs, and only one was 
somewhat able to articulate her reasons to decide to remain in the CAF when she said, “I don’t 
think I see myself leaving . . . I just enjoy the job, and for the most part, people are really good.” 
Three of the women described their reasons for joining the military as a type of “calling,” 
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although one woman indicated that she had “fulfilled her dream,” and was interested in a new 
challenge that would probably result in an occupational change.  
Other women were contending with potential turning points in their careers. One cited the 
enjoyment of her “hands-on” but environmentally unsafe work environment, another member 
wanted to change her occupation but had been enjoying earning promotions in rank and therefore 
“better jobs,” and another member also referred to the advantages of rank promotions. A fourth 
member decided to remain in her occupation because of positive changes in her unit’s leadership. 
Two respondents were facing potential medical releases. One member expressed an intense 
desire to “do more, see more” and was also experiencing a type existential turning point when 
she questioned, “What can I do to progress my career . . . What do I most want to be proud of?”  
3. What is the congruency between females’ expectations, if any, and their perceived 
reality, of the cultural environment of their occupations? 
 The participants’ recalled expectations and their perceived realities are discussed, as are 
their perceptions of equal treatment during their careers. The inclusion of the Lesbian, Gay, 
Bisexual, Transgender, and Questioning (LGBTQ) community within the CAF’s ranks and the 
US’ and RCMP’s stances regarding this community are also discussed.  
Few to No Expectations 
At the time of their initial training following their entry into the Regular Force, all but 
two women reported that they had not expected anything significant regarding the training in 
their occupations. One woman stated, “I just expected fair treatment in training.” Just prior to 
attending CAF training, a friend of another woman asked, “How do you think they’re gonna treat 
you if you’re gay?” This respondent recalled expecting “a lot more misogyny in that way, but I 
didn’t get [receive] it.” One other participant who self-identified as a member of the LGBTQ 
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community during her interview recalled having been subjected to longstanding harassment by a 
peer because of his homophobic outlook. Mizzi (2015) suggested that while there has been 
progress within Canada and the CAF to include members of the LGBTQ community, 
improvement is required for “eradicating structural and social homophobia and transphobia in all 
aspects of military life” (p. 108).  
In 1992, because of the implementation of both the Canadian Human Rights Act and the 
Canadian Charter of Rights and Freedoms, the CAF openly accepted gays and lesbians into its 
ranks and lifted its ban on serving transgender individuals (Okros & Scott, 2015). Belkin & 
McNichol (2000) revealed that operational effectiveness, particularly cohesion, trust, and morale, 
was not affected following the lift of this ban. However, they noted that gay servicewomen in 
particular had experienced even more discrimination after the ban because of their gender and 
sexual orientation. Homosexuals’ service was also described as severely problematic for gay 
men in Canadian and US militaries because they do not fit the idealized gender norms that are 
securely established in both militaries. 
During 2016, Canada’s Prime Minister Justin Trudeau publicly apologized to thousands 
of former members of the CAF who were ousted from the organization during the period from 
World War II to the 1980s because of their homosexuality (Ibbitson, 2016). Considered to be a 
primarily symbolic and not a compensatory gesture, the apology reflected a shift from the CAF’s 
previous hostility to its acceptance of the LGBTQ population serving within its ranks. 
In response to the US’ recent sudden ban on transgender troops within its military, 
President Donald Trump cited “disruption and tremendous medical costs with their inclusion,” 
and the CAF responded by its recruitment tweet of “We welcome (Canadians) of all sexual 
orientations and gender identities. Join us!” (McNight, 2017, para. 9). An estimated 300 
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transgender members have been identified as serving in the CAF, and there could be a higher 
percentage serving in militaries than in their associated civilian populations (McNight, 2017, 
para. 14). Okros (2015) surmised that this higher percentage could be due to applicants’ 
attraction to the Canadian military’s code to respect the dignity of all persons, and there may be 
less gender identification because of the military’s physical uniforms, or males may wish to 
discard their transgender identity by embracing the idea of manliness in the military (McNight, 
2017). Despite this percentage, Okros (2015) indicated that the CAF continues to experience, to 
a certain extent, “a degree of open misogyny, homophobia and transphobia” (as cited in 
McNight, 2017, para. 27). Taber (2015) recommended that further research and teachings be 
conducted regarding relationships and sexual diversity in the CAF, in order to remove activities 
that “maintain an uneven balance between heterosexual and LGBTQ persons” (p. 122).  
The Royal Canadian Mounted Police (RCMP) and Diversity 
The RCMP also addressed diversity, such as the LGBTQ population, within both its 
organization and Canada’s general society, in an attempt to reduce the number of gay and lesbian 
suicides (Bascaramurty, 2011). The RCMP produced a series of online videos depicting LGBTQ 
members’ successful service in the RCMP and life in general (“RCMP in Video Tell Gay 
Youth,” 2012). The CAF has not similarly produced as many demonstrations of the LGBTQ 
community successfully serving in its military. The RCMP’s message provides a view of a 
police force that is highly accepting of diversity within its ranks and Canadian society as a 
whole, and conveys that its force does not condone bullying or harassment.  
In relation to the current study, one woman who identified as a member of the LGBTQ 
community recalled how she had felt “intimidated” by the fact that there was a much higher 
number of males than females in her trade, although she has since learned “how to manage the 
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guys.” Another woman recalled not having viewed her occupation as “male-dominated” when 
she applied to enter into the Forces. However, she added that there were a “fair number of 
females” on her basic recruit course. Another woman reported that although she was the only 
female currently serving in her section, she had not experienced any problems despite the gender 
disparity, but also mentioned that she had been more “visible” on her basic recruit course when 
she was one of few females who attended the course.  
Equal Treatment 
“Equal” treatment was an important conviction shared throughout the interviews as well. 
If the women had been treated well or “treated like dirt equally,” this contributed to their overall 
positive experiences and satisfaction with the CAF in general. Another woman added, “If you’ve 
got instructors who treat everybody differently, then your expectations are gonna be different” 
(she recalled a number of times throughout her interview how her occupational instructors had 
treated everyone fairly throughout her career).  
4. What are the effects of cultural experiences that may contribute or deter from serving 
females’ contributions toward their service in the CAF? 
 Reasons for either desiring or intending to leave and a number of repercussions for 
leaving the CAF are noted, with particular emphasis placed on leadership deficiencies, 
occupational role stress, and elemental postings. Cultural adaptation, family considerations, and 
treatment of members are also discussed.  
The “Revolving Door”  
The “revolving door” was described by Jerry Jacobs as the tendency for 10 of every 11 
women who enter male-dominated occupations to leave their positions eventually (Sheridan, 
1997, p. 5). Davis (1994) reported that Canada’s servicewomen consistently demonstrated a 
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higher attrition rate than their male counterparts, except during the first three years of service 
when male NCMs tended to exit the organization more frequently than women. Women, Davis 
(1994) observed, were found to leave the organization following 10 to 20 years of service, just 
when they had usually overcome many struggles and gained extensive experience and training 
(pp. 4-5). Moorhead (2014) also indicated that CAF members exit the organization early in their 
careers because of high fitness standards, personal and family concerns, and “quite notably, 
dissatisfaction with their chosen military occupation” (para. 5). However, more US studies have 
examined the retention of military members, particularly regarding females’ level of job 
satisfaction with the military. 
Intent To Exit the CAF 
For soldiers who exit Canada’s military prematurely, a financial repercussion of a 
significantly lower pension is a reality for these members. A soldier may also request to leave 
but be required to remain via an agreement/contract to continue to serve until contract expiration. 
The CAF provides the option for members to apply to change their occupation within their 
careers. If a member applies and is accepted for a transfer to another occupation within the 
organization, it can be highly advantageous for both the member and the institution, as a means 
of retention, and to promote a member’s personal and professional growth. On the other hand, an 
occupation transfer process is administratively time consuming, and, in accordance with National 
Defence (2015a12; 2015b13), a member may not be considered eligible or competitive enough to 
transfer to another occupation for a number of reasons, such as aptitude, education, experience, 
and to a degree the level of support of a member’s unit. 
                                                          
12 This website is no longer accessible to the public because it has been updated. 
13 This website is no longer accessible to the public because it has been updated. 
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 Only one current study respondent expressed a desire to “get out or change trades” 
because of “hoping for better leadership and more opportunities.” One other member reported 
having “almost quit” as a result of having been repeatedly harassed by a female supervisor 
during training, because the Sergeant “didn’t like” her. A number of the comments throughout 
the interviews referred to conflict because of personality clashes and not gender.  
Supervisory bias and non-objective regard of assessing performance can impact not 
only members’ careers but also their psychological well-being, and can influence their view 
of their occupations, the leaders, and the CAF in general. A conversation in 2017 with 
Alison14 revealed that her yearly Personnel Evaluation Report (PER), which would have 
affected her likelihood of being promoted, had been slightly reduced by her chain of 
command (both a senior NCO and an officer). They had advised that they “needed to 
promote” her male peer instead – even though, they admitted, his performance was of a lower 
standard than hers. As a “matter of my principle,” this member added that because of this 
moral dilemma, she had decided to leave the Forces, not “bitter” but “just disappointed.”  
Reflectively, both the National Defence and CAF (Government of Canada, 2013a) 
recognized, “There is a leadership problem in the CF” (para. 4), and the problems were 
speculated to include poor selection of leaders and training or lack of command, and “lack of 
ruthlessness” when writing yearly Personnel Evaluation Reports (para. 5). Surprisingly, 
neither assessor subjectivity nor lack of fairness were mentioned.  
Taylor’s (1994) study conducted with 400 US Naval servicewomen revealed that 
many of their human relations skills were not reflected on their performance-appraisal forms. 
The forms instead focused only on the importance of their technical skills and not the ability 
                                                          
14 In order to protect individual identities, pseudonyms have been used throughout this paper. 
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by which a female manager or supervisor could work within a diverse workforce. Taylor 
examined the acceptance, inclusion, and integration difficulties that women experienced while 
serving, and their subsequent coping skills. Alison followed her personal principles of fairness 
and pride in her work and thrived in the organization, but she exited the Forces when she 
became disillusioned with her unit’s leadership. 
Another member within the current study indicated, “Having poor leadership is definitely 
something that would make me leave,” because she recalled having been treated poorly by her 
chain of command over a lengthy period of time. After the leaders were posted out of the unit, 
the leadership improved to the point where she currently declared, “Now I want to remain in, but 
it’s because I have leadership right now and I’m getting trained soon.” Another member offered 
that she planned to “take this career as far as I can. As long as health holds up and postings are  
. . . desirable.” She reported that leadership “makes the difference in your career . . . under poor 
leadership I was on the verge of considering a release.” Other members mentioned their 
aspirations and plans for the future, although one participant expressed a strong intent to apply to 
either change her occupation or exit the CAF.  
These plans to potentially leave the organization align with a survey of both serving 
genders within Canada’s military in 2002 and 2004, in relation to the Forces’ Retention Strategy 
and Action Plan (Office of the Auditor General, 2006). An unfair environment, uncertainty 
regarding the Force’s future, leadership, bureaucracy, and career concerns were among the main 
reasons for both genders’ intent to leave the organization (Office of the Auditor General, 2016). 
 Waite and Berryman (1986) explored the reasons why younger women in US non-
traditional jobs within the military (with the exception of combat arms occupations) and civilian 
firms left the organizations prematurely. Non-traditional jobs were composed of 10% or fewer 
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females in comparable civilian occupations (p. 582). By controlling for variables for turnover 
differences in military versus civilian positions, Waite and Berryman discovered that women’s 
lowest turnover was in the Army and medical specialty trades, with the highest attrition in the 
electrical and mechanical equipment repair trades. Women were drawn primarily to the wage 
incentives that traditional female occupations do not provide; gender segregation was strong for 
military and civilian sectors, and “extreme” for typically male occupations (p. 584). Women had 
fewer performance-related skills and less information related to non-traditional occupations, and 
they also scored lower than males on tests of electrical and mechanical knowledge. Women also 
left non-traditional military jobs at a lower rate than their civilian counterparts because of the 
wages, selection, training, contracts, and available human resources.  
Canada’s research to date is similar to the above-mentioned study, although Waite and 
Berryman (1986) did not include women who had changed their occupations within the military, 
but instead focused only on those women who had exited the organization. Waite and Berryman 
added that their results implied that women had left the military at a significantly lower rate 
during a one-year period if the ratio for an equal civilian counterpart occupation increased from 
50% to 60% of females, and that their bosses’ gender did not significantly influence turnover (p. 
588).  
In general, studies of the specific social mechanisms that explain why women exit male-
dominated occupations are rare (Torre, 2014). However, Dobreva-Martinova et al. (2002) 
applied a voluntary survey to 2,000 of the CAF’s Regular Force members, in order to study its 
work roles, stress, and ultimate commitment to the military. By applying social role theory, both 
genders were applied to a random stratified sample (presumably of a combination of NCM and 
officer ranks). Dobreva-Matinova et al. hypothesized that roles and their associated tasks 
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produced occupational stress in the forms of role ambiguity (information is unclear regarding 
what is expected of the member), conflict (information of what is expected of the member is 
incongruent), overload (number and intensity of role requirements), and responsibility for others 
(the performance and well-being of subordinates, colleagues, or the public).  
Based on the results of their study, Dobreva-Martinova et al. (2002) concluded that 
occupational role stress affected organizational well-being to a much greater extent than 
individual well-being, and role conflict in particular not only affected stress, but also affected 
members’ values, loyalties, and pride in the organization. Avoidance coping skills and perceived 
lack of organizational support were associated with higher levels of stress, and stronger 
leadership and perceived support by the organization were associated with a higher level of job 
satisfaction and strong affective commitment to the Forces. 
Director General Military Personnel Research and Analysis (2009) discovered that 
women in “hard sea” occupations voluntarily released at a “significantly higher” rate than their 
male counterparts because of discrimination, a desire to return to school, and conflict between 
their own and their spouse’s careers (p. 38). Bradley (2009) agreed that the naval environment 
was not an easy one, but argued that women left to enter jobs in the private sector. Nonetheless, 
none of the participants within the current study alluded to a goal of seeking employment in the 
future by applying their skills acquired from the CAF to the civilian sector. Patterns that related 
to the naval environment were not abundant within the current study’s findings because only a 
few of the participants had served, or were currently serving, in the Navy. One member had 
voluntarily transferred from the Navy to an Air Force occupation/element, and another who had 
served in the Navy was currently serving in the Air Force. However, two of the three members 
who had served, or were serving, in the Navy indicated that they had experienced problems with 
227 
 
 
interpersonal relationships with co-workers in the naval element in particular because of the 
“Navy mentality” and “old boys’ club.” One woman added that she had not found her job to be 
“difficult . . . the most difficult part would have been just fitting in with . . . everyone, ’cause 
when I got to a ship, I was the only female in my department.” Besides some instances of 
harassment and discrimination throughout the current study interviews, one of the women who 
was serving in the Navy reported, “If you have to be stern, yeah, you can do the discipline that 
military people should have . . . but you can actually carry out tasks and be nice to people and 
human. And you can remember the morals and . . . the manners that your parents taught you.”  
As of 2015, the CAF’s goal was to recruit enough women to make up 25% of its total 
population (Tasker, 2015, para. 2), with the strategy to invite some medically released members 
to rejoin the military, and to offer a more fluent transition from the Regular Force to the Reserves 
and vice versa (Brewster, 2017). Christian Leuprecht, Professor of Military Science at the Royal 
Military College of Canada, indicated that the issues surrounding sexual harassment in the 
Forces likely would not help its recruiting efforts (Tasker, 2015). The Auditor General’s report, 
regarding a lack of strategy on the part of the CAF to increase its enrolment, resulted in the 
CAF’s response that it planned to invite women who were released in 2011/12 to rejoin the 
military, prioritize women to join the Forces and military colleges, and advertise specifically to 
women. “Whether they want to [join] or not is another matter . . . The new survey conducted by 
Statistics Canada about sexual misconduct in the ranks likely won’t help that recruiting effort” 
(Pugliese, 2016, paras. 6, 9).  
In the mid-1990s, Davis (1997) conducted qualitative interviews with 23 CAF 
servicewomen with 10 to 19 years of service, in order to determine the reasons for their exit from 
the Forces. She discovered that despite the Forces’ evolving policies and procedures, the women 
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could not fully integrate into the military’s male-dominated culture. Davis (1997) argued that the 
lack of integration of women and homosexuals (the ban on transgendered members serving in 
Canada’s military was not lifted until 1992) was due to their differences from the masculine 
culture which, in turn, influenced the status and employment that the women achieved. This lack 
of integration ultimately affected their morale, levels of stress, productivity, and quality of life. 
Davis also reported that nine of the women had released because of family obligations, and 
women “overwhelmingly” left because of the “organizational environment” (p. 193) in terms of 
disciplinary or harassing situations, perceptions related to maternity, gender and family status, 
perceptions of commitment to the CAF and career in general, and a lack of organizational 
support – all of which ultimately affected their decision to leave the military.  
 In recognition of the correlation between occupational role stress and attrition in the 
CAF, Dobreva-Martinova et al. (2002) recommended that the Forces, particularly individual 
supervisors, demonstrate care and respect for its members and recognize their contributions. This 
acknowledgement would enhance the members’ emotional attachment to the military and job 
satisfaction, and ultimately reduce their level of strain. Furthermore, Dobreva-Martinova et al. 
recommended reducing role conflict and providing sufficient challenges and ways for members 
to apply their skills in order to further their satisfaction and desire to remain in the CAF.  
Family Considerations  
 Family considerations were predictably a high priority for all of the participants, 
especially for parents. One woman indicated that at a point in her career she had opted to be 
posted away from her spouse and children because of “no support” for her family in the new 
location and not wanting to disturb her family’s medical and educational plans/care. At the time 
of her interview, another woman had been posted away from her spouse for a lengthy period and 
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said that she and her spouse would “see how things go” regarding their postings. Three 
respondents were single providers, and another provided medical assistance to an immediate 
family member. These four members mentioned that the military was a way to provide for their 
loved ones financially. They added that they remained motivated to continue to serve in the 
organization.  
One member reported having delayed conceiving a child because of being posted to the 
field, and another had decided to not have any children – in part because of her military career. 
These considerations may seem harsh, yet they align with the nature of the military and its 
demands. One of the more severe decisions shared regarding both family and career was Major 
Sandra Perron’s (2017) decision to terminate two of her pregnancies and a romantic engagement 
because of wanting to maintain her grueling career as an infantry officer instead of trying to 
balance both a career and family. Regarding the current study, the lack of support by some of the 
females’ chains of command regarding the birth of a child or providing health care to sick 
children was disturbing, but seemed to have been accepted by the participants as a normalized 
practice. 
Every member of the CAF is considered to be “a recruiter” for the organization, required 
to interact with all Canadians and appreciate Canada’s diverse society (Senior Staff Officer 
Policy and Doctrine, Canadian Forces Recruiting Group, 2014, p. 21). The impressions of some 
of the CAF’s members regarding pregnancy and maternal leave could easily deter women from 
joining or remaining in an organization that publicly advertises its full support of CAF members 
(Government of Canada, 2013b) but does not necessarily consistently do so in practice. Rear 
Admiral Jennifer Bennett, a senior CAF Reserve naval officer, remarked that the CAF’s goal was 
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to increase the number of females in the organization “by one per cent every year so that in ten 
years’ time, one in four members of the CAF will be women” (as cited in Rehman, 2018a, p. 52).  
As of 2015, a section on the CAFs’ recruiting site labelled “Respect for Diversity” was 
listed under the heading “Info for Families” (National Defence and the Canadian Armed Forces, 
2015b). The “Info for Families” related the concept of diversity to a traditional (male and female 
with a child or children) family context only, despite the diversity of families associated with 
CAF membership. The website also did not address the problems that women have experienced 
in balancing the dual roles of parenting and soldiering, and the unattainable expectation that 
serving members’ families will not disrupt the effectiveness, goals, and methods of the Forces 
(Kovitz, 2000). The webpage also reiterated the opportunity for women to serve without barriers 
in all of the CAF’s occupations, and that the equality of women was safeguarded. The motivation 
to target both genders was separate in the recruiting context, with the implied intent of increasing 
the recruitment of women into the CAF (National Defence and the Canadian Armed Forces, 
2015c).  
The 2017 CAF’s recruiting website does not list “Respect for Diversity,” or refer to 
support to women in particular, although it does indicate that “CAF members have time to spend 
with their family . . . Members usually work 8 hours a day, Monday to Friday, and have evenings 
and weekends free. Family members are also always welcome on bases” (Government of 
Canada, 2017h, para. 9). 
Although the goal of recruiting more women may be a reality in the future, they remain 
as the primary caregivers in Canadian society (Gouliquer, 2011). Yeboah-Ampadu (2017) 
indicated that there are no available statistics regarding CAF members who are single parents or 
single parents by gender. Statistics Canada (2015b) reported that approximately three in ten 
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people in Canadian society in general were classified as “family caregivers” (para. 7), most were 
women (para. 8), and this responsibility would potentially severely impact their own well-being. 
If CAF supervisors either overtly or covertly practice discrimination or harassment that affect 
members’ opportunities for advancement, particularly by expressing the views that women are 
able by gender alone to bear children, children could be seen as burdens to members. Members 
are also viewed as “liable” if they decide to have a child or their child is ill for a short period of 
time, and females’ impressions of their trades or the CAF and their retention rate could be 
negatively affected.  
In contrast, while having previously served in the Regular Force in the Navy for a period 
of eight months, this researcher encountered a number of Naval servicewomen who openly 
expressed their desire to become pregnant in order to delay having to deploy at sea. In this 
regard, women have contributed to stereotypes, and my feelings of frustration and 
embarrassment for the women at that time were based on my belief that my fellow female 
solders’ actions had influenced “the treatment and evaluation of all of their sex” (Schneider and 
Schneider, as cited in Furia, 2009, p. 193).  
Treatment Throughout Members’ Careers 
 One of the current study’s participants emphasized that she had been “treated fairly” 
throughout her career in general, and she had served the longest compared of the participants. 
She was also the only interviewee who, at the time of the current study, had served in all three of 
the elements. Five of the members described instances in which they had been verbally, 
physically, or sexually harassed in their careers. One of these instances had occurred outside the 
workplace, and the rest within the workplace. Three respondents reported that their chains of 
command had intervened swiftly and effectively, and they were impressed by these actions. The 
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researcher’s impression was that these interventions and resolutions had helped to create the 
conditions of feeling secure in a longstanding sense because of the women’s perception of 
having been treated equally at the beginning of their careers.  
Two of the other participants had decided to resolve harassment issues on their own. One 
woman reported that her unit members were usually left to resolve conflicts by themselves. Even 
though one woman had received assistance from her chain of command, the harassment had 
continued for approximately a year. Her view of her occupation and the CAF in general was 
impaired – but more because of the defiant way that her unit members had responded to the 
initiative of Operation HONOUR, and her circumstance of having to “relive the experience all 
over again.”  
In the 1990s, when research was conducted regarding women’s exit from the Canadian 
military, Davis (1994) argued, “In the end, the contextualization of experience in the 
organization is inextricably linked to future exit from the organization” (p. 79). Her conviction 
that women were leaving the Forces at an overwhelming rate because of gender-oriented issues 
may still be affecting the CAF today.  
Nine of the ten current study interviews did not, in general, reveal instances of extensive 
harassment. However, Campion-Smith (2016) explained that the CAF had recently been 
condemned for its “sexualized culture” (para. 19), which was recognized by Lieutenant-General 
Whitecross as “a problem” that could negatively impact the recruitment of women “who fear 
they could be entering a toxic workplace” (para. 20). The CAF’s recruiting efforts have focused 
on initially recruiting women, although it is not readily apparent how the Forces plans to retain 
the females that it recruits. The recent Forces’ external review on sexual harassment (“Action 
Plan to Address,” 2015) prompted the military to develop an action plan to increase the trust and 
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cohesion among its members. This trust and cohesion would render them optimally operational 
and enable the CAF to retain its much-needed members, which would offset the costs of their 
required training and mitigate the problems of potential premature exit (“Action Plan to 
Address,” 2015). 
5. What are the females’ impressions of the CAF’s recent efforts to alter the underlying 
sexualized culture of the CAF? 
 The current study’s participants all expressed awareness of Operation HONOUR. Their 
impressions of the sexualized culture within the CAF prior to and following this initiative are 
discussed, as are opinions separate from the ERA’s results. The differences between behaviours 
and attitudes relating to the elements of the Air Force, Navy, and Army are prevalent throughout 
this discussion, as are leadership, protection of self, and the overall impressions of Operation 
HONOUR.  
The External Review Authority (ERA) 
In 2015, an independent external review (ER) was conducted to analyse the complaints of 
gender harassment in the CAF. The final report by the External Review Authority (ERA), 
Retired Supreme Court justice Madame Marie Deschamps, revealed that widespread gender 
discrimination and harassment were prevalent throughout the military. Within Deschamps’ 
report, a serving member noted that there had not been “a female who has not had some sort of 
problem while serving in the Forces” (Leblanc, 2015, para. 14). This concept mirrors the 
statement of one of the current study’s respondents, “I don’t think I’ve ever spoken to any female 
in the military that hasn’t had at least one bad thing happen to them.” Deschamps’ report also 
indicated that LGTBQ members in particular had been frequent targets of bullying in Canada’s 
military (Leblanc, 2015).  
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The ER uncovered that women in general were reported as having been routinely 
exposed to hostility, with recruits hesitant to report superiors’ behaviours for fear of backlash; a 
large number of sexual assault and harassment cases were left unreported, based on fear of career 
or confidentiality repercussions (Leblanc, 2015). Leblanc (2015) described the CAF as a 
“sexualized culture,” in which the lack of camaraderie and trust was considered contrary and 
corrosive to the essence of the military (para. 1).  
Response to the ERA 
As a result of the outcome of the CAF’s ERA of gender discrimination and harassment, 
during 2015, military members throughout Canada’s 33 bases were ordered to attend town hall 
meetings led by Lieutenant-General (LGen) Whitecross (2015). As a member of the CAF 
Strategic Response Team – Sexual Misconduct (CSRT-SM), LGen Whitecross briefed members, 
and responded to questions regarding the military’s response to the independent study’s results. 
She reported that a sexualized culture exists within Canada’s military, any form of harassment or 
discrimination would not be tolerated, and it ultimately affects the close-knit units that are 
required to perform at ideal operational capability (Whitecross, 2015).  
Having dispelled the notion that females were the sole victims, LGen Whitecross (2015) 
also provided examples of males and females who had reported abuse in various forms, although 
the majority of victims who had reported the abuse tended to be women. She disclosed that she 
had also been the subject of harassment during her career.  
Senior Ranking Members and Their Impressions 
Other senior female officers have also referred to their own instances of harassment 
within their military careers. Having served as a medical officer in the early 90s, Doctor Bonnie 
Henry noted that during her service at sea, she had wanted to experience one day without being 
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reminded of the fact that she was a woman (Branswell, 1998). Commander Deborah Wilson, 
formerly employed with Director General Gender Integration and Employment Equity, reported 
that it had been much more difficult to serve in the military because of having been one woman 
within an all-male group, and junior members in particular were more likely to be harassed 
(Branswell, 1998).  
Lieutenant-Colonel Susan Beharriell (2013), a senior Canadian Air Force Intelligence 
Officer, reported that when she fought to serve in the Security Branch early in her career, she 
was advised that she could not fly in a high-performance jet because of potential damage to her 
female anatomical parts. She was prohibited from serving overseas, and facing potential 
blackmail by the Soviets because she was a single woman. Beharriell was also advised that she 
had “better measure up” in her level of performance, or no woman would ever be allowed to 
serve in the branch in the future, although she subsequently served in a variety of capacities 
throughout her career (p. 41).  
Currently serving and retired servicewomen of higher ranks have generally received more 
public exposure in relation to their achievements; in this regard, they could be considered the 
CAF’s “showcase” women. The general pressure placed on these women may have propelled 
them to succeed. However, any errors or transgressions that they could have made following the 
specialized attention would also likely have been magnified. Contrarily, Major Sandra Perron 
published a book wherein she embraced and magnified her own difficulties of trying to adapt to 
the CAF’s culture, partly because she wanted complete emotional closure from a military career 
that she had worked so hard to achieve but had to eventually relinquish (Perron, 2017). 
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The Interim Sexual Misconduct Response 
Following LGen Whitecross’ (2015) messages in town hall seminars across Canada, an 
interim sexual misconduct response centre was established on 15 September 2015, in order to 
provide Canada’s military members quick services in response to the sexual misconduct issues 
that affected both genders and their ability to function at peak capacity as soldiers (Government 
of Canada, 2017d). The CAF’s issues of harassment have tarnished the reputation of the Forces. 
As LGen Whitecross remarked, “The bad press [around sexual harassment] won’t help at all with 
recruitment” (Tasker, 2015, para. 9). There has been a positive side to the CAF’s problems of 
having been dragged through the media mud, however. As recently as January 2018, a female 
Nova Scotia Firefighter, Liane Tessier, cited the complaints of harassment in the CAF as a 
catalyst for progress toward Canada’s civilian workplace equity, and reported that there had been 
an “amazing” culture transformation during 2005 to 2017 (Dingwell, 2018, p. 4). 
Individual Awareness 
 All of the participants noted that they were “absolutely,” “aware,” “yes,” or “very aware” 
of Operation HONOUR.  
Does a Problem Exist in the CAF?   
 Canadian military members voluntarily enroll as Canadian citizens, and therefore the 
CAF is somewhat representative of its civilian population. Notwithstanding its reputation as 
gender equal (Government of Canada, 2018c, para. 9), it has still been described as a 
conservative organization that has been resistant to social change and slow to integrate 
women fully in its organization; it has a significantly lower population of females than males 
(Winslow & Dunn, 2002). Davis (2009) indicated, “Women’s representation in leadership 
roles, and in operational leadership roles in particular remains quite low” (p. 83). Women’s 
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representation in the CAF increased from 11.4% in 2001 to 15.3% in January of 2018 
(Government of Canada, 2018c, para. 5). A former CAF Chief of Military Personnel (CMP), 
Major-General David Millar, recently declared that there was no directive to reduce female 
recruits, but that the military was making strides to increase female enrolment, such as 
“focused advertising, accelerated processing of applications, senior leader diversity 
champions, and research to inform our (CAF) policies and practices” (Millar, 2015, para. 2).  
A recent review of the CMP’s website,15 specifically the Occupations Detail Page, 
reflected that the number and members’ ranks, names, and locations of those who were serving 
in all of the occupations in the CAF were available for review. The webpage demonstrated that 
women were particularly underrepresented in non-traditional, or male-dominated occupations 
(Commander Military Personnel Command, 2018, sect.1). Berthiaume (2014) declared that 
women have constituted only a small percentage of the CAF, and there was speculation that the 
organization was either not seriously or creatively attempting to recruit females.  
Drawing on statistics from the CAF’s Employment Equity Report from 2011/2012, the 
Senior Staff Officer Policy and Doctrine, Canadian Forces Recruiting Group (2014) identified 
that a smaller gender ratio gap existed within the Regular Force (87% for male NCMs and 13% 
for female NCMs), with a slightly higher gap in the Reserve Force (81% for male NCMs and 
13% for female NCMs); within the Regular Force, approximately 52% of female NCMs were 
employed in clerical/personnel or logistical support occupational groups, and approximately 61% 
of female officers were employed in medical, dental, or support occupational groups (p. 13).  
Kursten Riswold (2011), who had served in the Forces in both combat trades and support 
roles, noted that Canada’s military “romanticized membership while simultaneously 
                                                          
15 This website is accessible only to members employed within both the Department of National Defence and the 
Canadian Armed Forces. 
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disenchanting members in the name of operational effectiveness” (p. 11). Riswold described 
herself, during her service, as having been an “insider” but as also an “outsider” who had 
consistently attempted to navigate her role and responsibilities within a predominantly male 
organization (p. 13). Berthiaume (2014) described the problem of a low ratio of females to males 
within the CAF, such that there was speculation regarding the Forces’ efforts to recruit a greater 
number of women into the organization, because a significant ratio of one gender could cause 
problems within an organization. 
Kabat-Farr and Cortina (2014) applied a non-proportional stratified, single-stage random 
study of US Army, Navy, Air Force, Marines, and Coast Guard members, and reported that 
underrepresentation of women in the work environment was associated with “pure” Gender 
Harassment (GH) – described as the rejection of women, such as alienation and isolation, with 
the exclusion of sexual harassment (p. 65). On the other hand, Kabat-Farr and Cortina (2014) 
reported that there was no significant relationship existed between women’s underrepresentation 
and Sexual Harassment (SH) – described as the rejection of women while attempting to drive 
them out of the male-dominated workplace.  
The question “Does a problem exist in the CAF?” was not asked of the participants in the 
current study. Nevertheless, the following comments related to this concept: “Obviously there is 
a problem,” “I think it’s obvious [there is a problem], but it’s individuals, not as a whole,” “I 
haven’t had any issues in my current workplace,” “Not everyone gets treated badly 
. . . just some males and females,” and “I’m sure comments are made – just not in the presence of 
a female.”  
Examples within the current study related to incidents that reflected either general or 
sexual-related harassment, and the respondents’ comments also reflected a misogynist culture 
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within a number of their workplaces. One of the respondents mentioned that the “women 
posters” in her field setting workplace had been “taken down after Operation HONOUR came 
out.” From the researcher’s own observations of serving in the military from the 1980s to 2018, 
the instances of seeing what could be considered somewhat pornographic posters displayed in 
the workplace decreased after the 1990s to the extent that they were a rare occurrence in many 
military workplaces. To display them now would reflect a pornographic work culture. Perhaps, 
as Smidt (2011) suggested, it is a way for men to present themselves as the dominant gender and 
women as the weaker gender; they are using the posters not “to get off, but to get even” with 
women (pp. 30-31).  
Kronsell (2005) indicated that the removal of pornographic pictures in the military was 
“considered positive” by Swedish conscripts and officers (p. 286). Masculinity was presented 
differently in each of the Swedish military’s Army, Navy, and Air Force elements, despite the 
pervasive hegemonic nature of its military. Even though their servicewomen have remained 
highly numerically underrepresented, their presence is believed to both highlight and challenge 
the gender and masculine norms (Kronsell, 2005). When women were conscripted into Sweden’s 
military in 1995 (although they only constitute 3% of the military’s population), the offensive 
language of its military and the iconography displayed in the barracks were reduced, thereby 
improving the reputation of its Armed Forces (Kronsell, 2005, p. 285).  
The current study’s participants often referred to the “sexual jokes” that had been made in 
the workplace by men in particular, usually within an Army setting. One woman declared that 
when she had previously served in a combat arms occupation, “the Army was the most 
sexualized culture. Every woman was scrutinized, especially if that person was an officer – a lot 
of stress would be on her.” This stress was extensively described by Major Sandra Perron, who, 
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after many years of questioning her own value and that of other women to the combat arms, 
finally concluded that she had been “a believer, in a world of non-believers” (Perron, 2017, p. 
285). The mental stress associated with being a sole female in her trade and its accompanying 
misogyny ultimately led to her request for release from the Forces.  
Another participant in the current study declared, “In my Army days, some guys joked 
and talked about sexual things, but I only heard these things from my peers, never any 
superiors.” Smidt (2011) also addressed sexual humour in the workplace, describing it as often 
prejudiced or sexually offensive and potentially used as an intentional way to hurt people – but in 
a similar way as pornographic posters, by disguising attitudes toward gender. Smidt (2011) 
added that sexual humour aids in “maintaining existing organizational structures” and to “create 
a social in-group,” in order for men to bond together (pp. 5, 7).  
Male bonding, sexual humour, and related behaviours were described in detail by one 
participant when she recalled men having called each other “fags” or referring openly to each 
other’s behaviours as “That’s so gay,” and slapping each other’s rear ends. She believed that this 
was the way men showed affection for each other – “without connecting on an intimate level, as 
that would threaten their masculinity.” She added that these actions and others, such as 
“dropping and doing pushups and talking about how many repetitions they did at the gym” had 
been consistently demonstrated primarily within an Army field environment. However, 
Thompson (2014) recently described the Australian Department of Defence’s military language 
such as bantering, humour, practical jokes, and nicknaming as serving an important purpose of 
“maintaining and perpetuating homogenous cultural norms and idealized identities,” and noted 
that there was isolating, bullying, and harassing of those members who did not support or 
represent these norms (as cited in Defence Research and Development Canada, 2018, p. 1). In 
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addition, Pinch (2000) indicated that homophobia continues to exist “below the surface, 
particularly among males within some segments of the combat arms” (as cited in Davis, 2016, p. 
11). Describing male-to-male behaviours, another participant noticed, “Guys . . . when they’re in 
a group, they like horsing around . . . like slapping each other on all sorts of body parts . . . In the 
company of females, they tend to tone it down a bit.”  
Physical prowess also affected the way that men viewed women when the Forces’ 
women’s fitness testing standards were lower than the men’s. The introduction of the recent 
fitness testing resulted in a passing standard that was the same for both genders (Government of 
Canada, 2013c), thereby eliminating the uneven playing field and potential resentment in this 
regard toward women serving in the Forces. 
Most of the behaviours of men and women were often related by the current study’s 
respondents to the Navy, Air Force, or Army elements. However, those respondents who had 
served in one to three of the environments also referred to at least ten incidents in total of gender 
or sexual-related harassment. Whether these incidents had occurred prior to or following 
Operation HONOUR were unfortunately not been tracked in the current study. However, they 
occurred often following the initiative of Operation HONOUR and were identified as such and as 
having been resolved quickly. One woman remarked that she had encountered more harassing 
actions when she was “a civy.” Another respondent noted, “There are comments being made all 
the time,” and another indicated, “I encountered stupid questions. It wasn’t a gender thing, it was 
a stupid person thing.”  
Having been asked out on dates by co-workers was the least inconveniencing type of 
behaviours for two participants in particular, although it had created an “awkwardness when 
responding ‘no,’” one woman reported. When asked how she had managed dating requests, 
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she recalled that she had “just sort of ignored it. I didn’t want to embarrass that person.” 
Incidents that affected the participants in a more negative and lasting manner had occurred 
prior to Operation HONOUR. One case included a lengthy period of harassment by one 
woman’s direct chain of command that was eventually resolved.  
Negative career-influencing decisions were also mentioned during the interviews, 
related to the fact that women are viewed as able to reproduce, which means that men may be 
required to assume jobs that the women vacate when they are on maternity leave or when they 
are given less physically demanding duties during pregnancy. Wente (2017b) announced, 
“Nowhere is the military ethos more challenged than over issues of sex, pregnancy and 
motherhood,” especially regarding the removal of women who become pregnant while 
deployed (para. 9).  
In their study of the Canadian Regular and Primary Reserve Force, Mota et al. (2012) 
found that women experience more general harassment inside and outside of the organization. 
Women were more likely than male soldiers to be exposed to sexual trauma, stalking, and 
intimate partner violence. Regular Force women reported higher levels of Post-Traumatic 
Stress Disorder; female Reservists were more likely to report depression, panic, and mood or 
anxiety disorders. Regular Force women also reported higher levels than men on two of six 
aspects of work stress: job demand and social support from colleagues and supervisors. As 
well, they experienced stress because of navigating their gender within the military context. 
Mota et al. suggested that servicewomen were treated as “others” (p. 165) who were assigned 
stereotypical traits that could cause work stress and influence female soldiers’ well-being,  
Vermeulen and Mustard (2000) believed that women overall experienced higher 
psychological distress than men, possibly because of differing gender mechanisms. Low social 
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support at work was consistently associated with “high strain” (low level of control over work 
accompanied by high psychological demands) and active types of jobs within Canada 
(Vermeulen & Mustard, p. 428). Militaries, including the CAF, are obviously associated with 
these types of stressors. Mota et al. (2012) suggested, “It is possible that women enter military 
service with an increased vulnerability for developing mental illness,” based on being exposed to 
sexual abuse in childhood and adult sexual assault (p. 165). Notwithstanding this hypothesis, 
women’s gender could also be considered advantageous in a military environment, because, as 
DeGroot (2001) theorized, male soldiers have been reportedly less likely to assert their 
dominance if female soldiers, particularly from their own culture, are present, and women appear 
to calm stressful situations. DeGroot (2001) also noted that a gender balance is believed to align 
social conventions more closely with civilian society if women are present, enhancing the 
success of the group. Major Jamie Speiser-Blanchet, a CAF pilot, also reported that women are 
particularly well suited to the Air Force’s “interactive, team-oriented environment” that requires 
teamwork and communication (as cited Davis, 2009, p. 45).  
Leadership and Operation HONOUR 
 Leadership was a common topic throughout the interviews, related to supervisors either 
having demonstrated or eliminated potential harassing behaviours. The manner in which 
supervisors were observed when they reacted to the implementation of Operation HONOUR is 
also discussed.  
Although male supervisors were preferred overall by the participants, two of them 
indicated otherwise. Recalling that female Sergeants and those higher in rank level had never 
demonstrated “disrespect or stupidity” toward her, one woman announced, “Some of them feel 
they have to be at a certain standard and hold it” (as opposed to some of the male supervisors at 
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that rank level). Another participant added that she had been able to “tell them [female 
supervisors] more about personal issues” and would be “more likely to show my emotions to a 
female superior.” A female supervisor herself within the current study also attested to female 
supervisors’ desire to “keep a standard.” Another woman related her more positive experience 
with a female superior than the superior’s male predecessor. The woman had experienced such 
harassing and overall poor treatment from male supervisors at one point in her career that she 
had considered releasing from the CAF. In retrospect, however, she reflected on leadership in 
general as “It could just be a personal thing and not necessarily a male versus female thing.”  
Two of the participants related their own personal incidents of supervisory harassment to 
incidents that they had chosen to manage on their own without the assistance of their chain of 
command. One of them recalled that she did not think she had ever “had a good female 
supervisor . . . Two of them were good at managing people but were terrible at the technical 
aspect of their jobs.” Another woman who had served for a lengthy period in the Forces added, 
“It’s much easier to work for men . . . they tend to deal with things up front, whereas women 
tend to look after themselves more.” Three of the participants believed that female supervisors 
have “something to prove,” and noted that women are more “career oriented” in general.  
The results from the CAF’s ERA indicated that members who progress in rank in the 
CAF “internalize the prevailing sexualized culture,” and female NCOs and higher-ranking 
females “adapt their own conduct and adopt male attitudes and “acceptance of the sexualized 
culture” (Government of Canada, 2015c, para. 4.2.3). Canada’s Army Sociocultural Survey and 
Army Culture and Climate Survey were commissioned in 2004, in order to compare the views of 
Army soldiers against society and organizational climate, and feelings of soldiers about their 
work/workplace (McInstry, 2007). The results revealed that Canada’s Army has a strong 
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organizational culture, but soldiers’ individual values align more closely with Canadian society. 
They also discovered that women tend to be more liberal and lean more toward ethical 
considerations. However, individual values were found to change overall according to age 
groups: 17-24-year-old soldiers tried harder to be noticed, considered themselves superior to 
foreigners, were less open to each other and to equality of the genders, and “deported themselves 
in such a manner to gain esteem and status” (McInstry, 2007, p. 29).  
  The idea that women have “something to prove” may reflect one participant’s belief that 
some males are “perfectly fine with a female supervisor, but others . . . will listen to a male 
supervisor but not a female supervisor. It’s very frustrating.” A difference in responding to a 
female versus a male leader was repeatedly noticed as well during this researcher’s military 
service when a male officer of a lower rank was positioned alongside a higher-ranking female 
officer (i.e. this researcher) and both male and female subordinates paid respect to the lower 
ranking male officer, despite military protocol that requires saluting the higher-ranking member 
positioned to the right (Government of Canada, 2017j).  
By applying an interpersonal conflict theoretical framework, Janaibi (2010) hypothesized 
that the struggle to claim scarce interpersonal resources, such as status, power and competition, 
explains some of the reasons why men do not object to women working for them, but do object 
when women are their superiors. Furthermore, Bravo (2007) argued that most women in general 
would never reach the glass ceiling, because they are “trapped on the sticky floor or bouncing off 
maternal walls” (p. 69).  
More recently, the phrase “falling off a glass cliff” has been used to describe a 
phenomenon “across countries, sectors, and industries” in which women are succeeding in high 
profile positions yet are wedged between the opportunity to advance and be recognized for those 
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advancements, or fail and be recognized and highly publicized for their failures (Eichler, 2016, p. 
B14). A prominent reporter, Kate Fillion (2007), added that even in the absence of 
discrimination, and in relation to the glass ceiling effect, both genders in the military would 
interact and perform differently in the workplace. Interestingly, when there had been little at 
stake except passing or failing during basic recruit training, the women’s testimonies in the 
current study suggested that men had been more supportive of women overall than they had been 
when there was more was at stake (for example, promotions) within the workplace.  
During the current study’s interviews, there were also indications of supervisory 
behaviours with the potential to either negatively or positively influence career progression. 
One interviewee noted, “Rumours fly,” and members could be negatively influenced by their 
superiors even before they were posted to a new location, because a supervisor may “call the 
next unit . . . the member isn’t given a fair chance when they get to a unit . . . they’re not 
given a fair chance to turn themselves around.”  
Another member referred to the “Navy mentality” as some higher ranking NCMs who 
“don’t feel that women should be in the military. If you work for one, your life is going to be 
miserable.” Another woman voiced that there are “good and poor bosses. If they like you, 
they’ll give you the work and write-ups” (which would contribute to a yearly PER that would 
affect promotion). While the latter example demonstrates a more discriminatory than 
harassing approach to leadership, personality-based bias is insidious because it is difficult to 
prove. Additionally, the member may be completely unaware of the unprofessional actions of 
a superior, and no words or physical actions against the member are needed to unfairly and 
negatively affect that member’s career progression.  
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Discriminatory or harassing behaviours by supervisors can deeply damage morale, but 
from this researcher’s perspective, the most surprising current study examples were those that 
were career-impacting because of both pregnancy and family status. Six of the participants 
indicated that they were caregivers of children and, even though one of them attested to having 
received overall excellent support from her supervisors throughout her career, she added that 
having been a sole caregiver “made things difficult. I’ve declined small opportunities” that 
affected her ability to “fast-track” her career.  
Two of the participants mentioned that their careers had been negatively affected because 
of their inability to volunteer for tasks when they had children to support, particularly when they 
were required to work in shifts. In addition, one of the women reflected, “There was very little 
tolerance if one of my kids was sick and I needed to stay home. Parenting has definitely affected 
my career. I’ve been denied certain career opportunities and my Personnel Evaluation Reports 
(PERs) were affected by it.”  
Another participant had deliberately delayed notifying her chain of command of her 
pregnancy in order to sign her PER “before they found out” (she had been advised by other 
previously pregnant women in her trade that their own PERs had been negatively influenced by 
their pregnancies). The participant added, “As soon as you get pregnant you can tell their attitude 
changes. They assume you’re gonna have to take time off for this kid, and God forbid if the kid 
gets sick within the next 18 years!” Similarly, another respondent noted that once a female 
member became pregnant, she was removed from the field and her position could not be filled 
until she returned. Therefore, there was resentment – “not toward you, necessarily, but toward 
the system itself.”  
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Women are further disadvantaged, Davis (2009) noted, when, despite the expansion over 
time of men’s household and family roles, female members are still considered to be 
disproportionally the primary caregivers for their children and family members. Gouliquer 
(2011) argued that female service members with children, unlike their male peers, are primarily 
considered to be caregivers first and soldiers second, contrary to perceived military service 
requirements. Gouliquer added that these contradicting priorities further disadvantage women 
because they generally result in slower career advancement when the primary caregivers travel 
less often and therefore experience less. 
Generally unprofessional behaviours, which involved female supervisors and could have 
been considered harassing in nature, involved two of the participants. One noted, “Female bosses 
are the worst.” Another indicated that she had “never really had a male Sergeant come after me 
that way” when she was repeatedly harassed by her supervisor. Her supervisor was later charged 
under the CAF’s Code of Service Discipline (Government of Canada, 2017b) because of 
harassing and unprofessional conduct. Another respondent added that she “had two or three 
female supervisors that would try to make things difficult.” Sexual harassment was linked to two 
male supervisors, including one who had been an instructor, and one female supervisor.  
With the exception of one male instructor, the participants’ instructors were often 
referred to as having treated all of the students equally, or “the same.” One woman remarked that 
her instructors had “treated me pretty much the same as the guys.” Another participant added that 
all of her instructors throughout her career had been “really good instructors . . . it makes a big 
difference.”  
The examples of the course instructors having responded positively to sexual harassment 
occurred during the two of the participants’ basic training or occupational courses. The 
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interviewees both recalled incidents in which one was called a derogatory name during her basic 
recruit course, and another witnessed a student asking another student to sit in his lap. In both 
cases, the instructors dealt with the incidents swiftly and effectively. When recalling these 
incidents, the women both indicated that they felt the punishments had seemed “extreme.” In the 
latter case, the harasser had been observed as removed from training, but the participant 
expressed frustration that no one on the course was informed whether he was disciplined or 
charged under the CAF’s Code of Service Discipline (Government of Canada, 2017b).  
One interviewee recalled some units’ reactions to managing harassment in relation to 
Operation HONOUR as “Overacting to minor incidents can undermine the more serious 
offences.” However, the results of the CAF’s ERA indicated, “Experiences with sexual 
harassment and sexual assault begin as early as basic training, where inappropriate language used 
by trainers appears to go unpunished” (Government of Canada, 2015c, para. 4.2.3). The 
members within the current study who reported incidents of disciplinary action having been 
taken early in their careers (during basic recruit training) generally reported an overall higher rate 
of satisfaction with interpersonal relationships with fellow male soldiers throughout their careers.  
In another case within the current study, a woman noted that her supervisor had ordered 
her to push a desk against the door of her room when soldiers from other countries were in the 
vicinity, because of “special precautions taken because they [the soldiers] were very drunk.” 
When comparing the soldiers to the Canadian soldiers, she added, “Our boys [Canadian soldiers] 
were excellent.” Although she was impressed by the Canadian soldiers who had not seemed to be 
a sexual threat to her, dutifully exercised leadership potentially prevented a sexual assault; she 
could have potentially experienced a sexual assault from either naiveté or the belief that she 
would be protected by being a member of the CAF. 
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Self-Protection 
 The concept of self-protection was gained from the interview data and classified into 
three categories: as CAF members attempting to shield themselves from being harassed, as 
receiving unwanted attention relating to harassment toward either themselves or others, or as 
protecting themselves from the consequences of either harassing someone or being observed as 
harassing others. One participant, who was one of the few who had recommended 
changes/potential improvements to Operation HONOUR, indicated that she had always ensured 
there was a witness present if she dealt with a harassing member “so that others know I’m not 
making something out of nothing.” She also opined that the town hall meetings and training 
sessions had likely been ineffective because “nobody seemed to want to participate except those 
who wanted to make an argument against it.” She added that the forums had served the opposite 
purpose than intended, when no one had wanted to say anything, and “everybody knows you 
specifically said this about what’s going on.”  
Similarly, another interviewee declared that when asked why she had decided not to 
advise her superiors that she was being harassed, she “did not want to be that girl, because that’s 
the fear that we all have.” Another interviewee had observed an incident of longstanding sexual 
misconduct while serving overseas. She described the incident as having been dealt with 
“internally” by members of the unit, “protecting her” (the perpetrator), and, regarding this 
misconduct noted, “Quite often people won’t say anything because they don’t want to tarnish 
their reputation.” She added, “They want to remain fitting in, and people who do report stuff 
have a fear that will change how they will be treated.” The long-term repercussions of even 
witnessing harassment or knowing that it is occurring can erode morale, is not “limited to one 
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individual, and importantly, can have far reaching implications for the cohesion and 
effectiveness of a military unit” (Davis, 2016, p. 5). 
A Canadian Forces Workplace Harassment Survey was administered in 2012 to 2,245 
CAF members, the majority of whom were men serving in the Army (Auld, 2013). The results 
revealed that the majority of personal and sexual abuse complaints and abuse of authority and 
hazing had not been forwarded. The reasons, Auld (2013) noted, entailed fear of repercussions 
(unpleasant work environment, blame, and labelling), and the fact that sexually harassed 
members had often avoided the perpetrator or ignored the behaviour. The majority of 
complainants had not sought to leave the Forces, although approximately 70% reported having 
felt less motivated at work, upset, and feeling negatively about the Forces (Auld, para. 16).  
Taylor (1994) studied women who integrated in the US Navy, and they recommended 
that the Navy should provide confirmation that the victims of harassment would not face 
retribution when reporting harassing incidents. These recommendations arose from the 
perception of being at risk for retaliation, which often deterred members from making reports. 
Instead, they had suffered in silence, negatively affecting their mental health. Becker (2000) 
reported that nine years following the US Tailhook scandal, the US military’s victims of both 
genders maintained that shame and humiliation had been associated with reporting harassment 
and assault; the victims added that it had opened soldiers’ lives to full examination, and blame 
had been targeted toward the assault victims. Becker (2000) noted that these factors had resulted 
in negative career repercussions and ultimately a desire to leave the service.  
Similar incidents within the current study interviews were recalled that related to some 
members’ reactions to the Operation HONOUR initiative and related briefings in general, 
indicating that the problem of harassment exists within the CAF. It is ironic that many years 
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following the US’ famous Tailhook Scandal, the CAF’s Operation HONOUR in 2017-2018 in 
some ways had become the antithesis of the intent of what it had been targeted to prevent. 
Having attended an Operation HONOUR training session, an interviewee recalled that her own 
mental well-being and morale were affected when a high ranking and influential member of her 
unit announced, “I don’t think that this [harassment] happens here. This is horseshit.” Similarly, 
the CAF’s ERA also discovered that “senior NCOs are responsible for ‘imposing a culture where 
no one speaks up,’” approving a sexualized culture, blocking attempts to report sexually 
harassing incidents, and “‘burying the issues’ and as being ‘desensitized’” (Government of 
Canada, 2015c, para. 4.2.3). 
Another current study interviewee observed, “Guys were snickering and making 
comments” when a female senior NCO had left a town hall meeting when the “Tea Consent” 
video (Blue Seat Studios, 2015) was shown. She emphasized, “Obviously there is a problem. 
Cause if they’re gonna do it in that atmosphere, they’re definitely doing it back at their units.” 
Another woman in the current study indicated, “I’m sure that comments are made, just not in 
the presence of a female.” If female supervisors themselves are faced with these dilemmas 
regarding Operation HONOUR itself, how will they effectively lead and discipline others, or 
demonstrate appropriate behaviours themselves in other situations? Defence Research and 
Development Canada (2015) recognized, “Leadership comes with its own challenges and 
opportunities” (p. 9). For females to exercise timely and ethical leadership within the context 
of Operation HONOUR, they need to perceive that they are supported not only by their chains 
of command, but also in many cases by their peers. Vulnerable members (not usually 
associated with a military context, but who certainly exist) who may require support at certain 
times and not others, need others to help protect them from bullying and harassment. Osburn 
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& Benecke (1997) described a “hostile command climate” as one that allows “anti-gay slurs, 
and other types of harassment, making servicemembers feel that they cannot trust the 
command to take appropriate steps to remedy the problem of harassment” (p. 171).  
Two other participants observed that Operation HONOUR “doesn’t change anything for 
them” (those members who choose to harass others). Instead of overtly discriminating or 
harassing, some members of the CAF have become more covert at demonstrating these types of 
behaviours. CAF servicewomen, however, were reported by McKinstry (2007) to express a more 
liberal and sensitive view of gender and minority issues and to adhere more closely to societal 
values. McKinstry’s argument reflects the manner in which the genders were reported 
throughout the current study to have reacted to Operation HONOUR. 
When asked about Operation HONOUR, another woman remarked, “We’ve made a 
mockery of it. It’s a slap in the face when my co-workers bash it, they laugh, they talk about how 
they don’t want to work with women – how they’re scared to work with us.” Her own self-
protection was also evident when asked how she had reacted to the incident: she replied that she 
had not wanted to be “that girl,” and singled out. When asked how she had dealt with the 
mockery, she despondently noted, “I stand there and just . . . laugh.” This type of self-protection 
extended to other participants’ references to having used humour to adapt within the 
organization. This type of protection also reflects their desire to be “one of the boys” in order to 
fit in and co-exist harmoniously within their units.  
Two women indicated that Operation HONOUR made “women’s lives more difficult” 
for those who experienced harassment. One respondent noted that when her “brothers and 
sisters” had mocked the initiative, “it just feels like you’re being betrayed again by the guys.” 
Another respondent similarly reported, “It’s made it worse for females in one sense. It’s gone to 
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the total extreme on the other side.” One interviewee remarked that it had taken her years to 
“learn how to manage the guys.” She concluded that because of the implementation of Operation 
HONOUR, “you go to your supervisor, the guy gets into trouble, everyone knows about it, and 
all of a sudden the guys are walking on eggshells around you and now they’re worried that if 
they say the wrong thing, you’re going to take action against them.”  
Overall Perceptions of the Operation HONOUR Initiative 
 Despite the interviewees’ examples of how Operation HONOUR had made either their 
own or others’ lives more difficult in various ways, the overall perception of how they had been 
treated in general by the CAF was highly positive and somewhat hopeful, with all but one of the 
participants describing their overall positive relations with others and support by leaders, peers, 
and subordinates throughout their careers.  
The following participant comments revealed an awareness of the implementation of 
Operation HONOUR: “People are more aware of the trouble they can get in. It makes people talk 
about it and gives people awareness,” “I don’t see huge changes . . . There are little jokes that 
should not be said . . . but definitely people are more aware,” “Something has been done and this 
issue has been brought to light,” and “Issues are more revealed.” One participant detailed, “I feel 
like more personnel in higher ranking positions are more aware of the trouble they can get into 
by not doing something about it and sweeping it under the rug and by disciplining them 
departmentally, instead of no – this is serious!” Another participant more neutrally commented, 
“People are very conscious about what they say . . . in case somebody gets offended by it,” and 
another woman surmised, “They’re careful what they say and who they say it around. People 
think twice now. There’s a difference.” Although another participant provided an example of 
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some soldiers possibly abusing the system by having legally disciplined members for making 
“small comments,” she added, “Generally, Operation HONOUR is definitely helping.”  
In some of the interviewees’ opinions, the seriousness of the consequences of harassment 
also created a problem of people having been “on edge” and “walking on eggshells.” Describing 
Operation HONOUR as “typical” of the military, one member added, “The military has the 
tendency to go from one extreme to the other. There seems to be no middle ground.” Another 
woman indicated, “I walk into my office and they stop talking ’cause they don’t want to offend 
me, whereas I don’t get offended that easily.” Another interviewee indicated that there was 
“policing over every little thing we say.” In contrast, the CAF’s ER viewed this policing of 
language as a “critical step” in order to reform the Forces’ sexualized culture and send a clear 
message that even “low-level inappropriate sexual conduct” will not be tolerated within the 
Forces (Government of Canada, 2015c, paras. 4.4.1, 4.3). The complexity of behaviours and 
regulations are demonstrated by misconduct argued to be more likely to occur if an organization 
does not reprimand its members when engaging in misconduct, “as is frequently the case with 
zero tolerance harassment policies due to their unreasonable levels of severity and rigidity” 
(Defence Research and Development Canada, 2017, p. 18). Furthermore, communication 
scholars have observed that sexual harassment can take the form solely of words and language 
(Defence Research and Development Canada, 2018). 
Referring to the concept of “the pendulum being pushed too far . . . there is a fear of the 
pendulum where people are afraid to act naturally,” one respondent added that she did not think 
Operation HONOUR was “effective.” Another member, who was approaching the end of a 
longstanding career in the Forces, opined that just a few briefings would not 
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 . . . change somebody’s culture or values. It’s a lifelong acquired behaviour. They 
 decided to stick a name to it and give a few briefs to show they [the CAF] are actually 
 doing something. But when someone is actually convicted of something, then not a whole 
 lot seems to happen, because oh, well we’re so undermanned we cannot afford to lose 
 people.”  
Having joined the Regular Force when Operation HONOUR had already been implemented, 
another woman summed up the initiative as “a little too much and a little condescending at this 
point.” Another woman, who had experienced sexual harassment during her career, stated, “You 
just start to hear them [Operation HONOUR briefings] so often.”  
Several participants suggested that Operation HONOUR briefings had been too frequent 
or numerous, but four were hopeful and offered their views of the future of this initiative. One 
woman indicated, “It’s not gonna happen overnight . . . But as the newer people come up and get 
higher in rank and they’re taught it from the very beginning . . . I feel like their knowledge will 
be higher . . . and they’ll respect it better.” Another participant commented, “It brings to light 
more situations . . . More examples provided during the town halls would have been more 
beneficial.” The participant who noticed that people had not wanted to participate in unit 
briefings offered that Operation HONOUR could be executed more effectively by finding a “way 
to make a discussion happen. There’s no way to give feedback and remain anonymous. The 
briefs themselves aren’t working. People aren’t getting involved.” Another interviewee 
succinctly expressed her belief that Operation HONOUR will be “the way forward. It’s getting 
better and better. Act respectfully. Act with integrity. You’re in the Canadian Forces – you’re 
supposed to be the cream of the crop.”  
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Conclusions 
 The research question was fully explored and resulted in the emergence of four primary 
themes that were relevant to the literature review. The findings suggest that the motivating 
factors to serve and continue to serve within the CAF changed over time for the women in this 
study. The Forces’ recruiting website has adapted to the political climate and problems that have 
plagued the military; the CAF has progressed from depicting traditional male and female roles on 
its website to including a female single parent. However, at this time of review, male single 
parents, members with children who are ill or disabled, and the LGBTQ population remain 
hidden within the recruiting theme that was geared to demonstrating typical life in the CAF – 
despite the Forces’ progress of welcoming diversity in its organization.  
 The Forces’ congruency between its acceptance of diverse populations and the reality for 
the women in the current study had, for the most part, positively applied to their experiences, 
with the exception of discriminatory attitudes directed at some participants who had become 
pregnant or were raising children. These women had joined the military primarily for financial 
reasons, but they still desired a family outside the military – a desire that has not always aligned 
with servicemen’s beliefs about their service in the military. They have struggled at times to 
navigate their way through an organization that mostly matched their skills and interests and 
resulted in a strong affiliation for their work. Their determination to remain in the organization, 
along with reciprocal support from their peers and superiors, had for the most part overridden the 
desire to leave an organization that presented barriers to serving as women in a male-dominated 
institution. 
 The women’s dedication to their occupations and at times to the CAF (or their superiors) 
was evident, as was their desire not only to succeed, but also to progress within their careers. The 
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elements, or environments, are distinct from one another, and these participants’ impressions of 
their environments were mostly positive. Ironically, the main exception were the actions that 
related to the implementation of Operation HONOUR. Their impressions of how other members 
responded to this initiative may reflect differing motivators of males and females regarding the 
outlook and treatment of both genders within the organization. 
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CHAPTER SIX 
CONCLUSIONS 
 This chapter presents the conclusions that answer the primary research question “What 
are the experiences of females who are currently serving, or who had previously served, in 
predominantly male-dominated non-commissioned, non-combat arms occupations?”  
 Participants within the study consisted of ten randomly selected occupationally-trained 
members who identified as female or other and were serving at rank levels ranging from 
Corporal to Sergeant. The participants were also currently serving in the Canadian Armed Forces 
(CAF) in the Regular Force component in one of the three elements (Army, Air Force, and 
Navy). They were serving in male-dominated, non-combat specialist trades, or occupations, or 
had previously served in this category of trades. Seven of the participants were currently serving 
either in the Air Force environment or on an Air Force base. Of those seven members, five had 
served in other environments. Out of the ten total participants, one member had served in all 
three of the environments.  
The participants were contacted via an e-mail that invited them to participate in the study. 
Confidential, one-on-one or telephone interviews were conducted by the researcher with the 
volunteer participants. Some of the resulting information was altered to protect the identity of the 
participants, but the complexity and context were not compromised during the collection, 
analyzing, and interpretation of the data. How these women interpreted their experiences and the 
information that they selected to provide and emphasize resulted in both a fascinating and 
rewarding ethnographic and interpretive study.  
The semi-structured, in-depth, complex and detailed interviews with the respondents 
were conducted during the April 2017 to January 2018 timeframe. The interviews provided a 
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vast amount of valuable data from Non-Commissioned Member (NCM) rank levels that have not 
often been “celebrated” or publicized to the same extent as higher levels within the organization 
that have projected either a high level of authority or uncommon success. However, this study’s 
participants at the NCM and progressing rank levels reflected the majority versus the minority of 
the female members within the CAF. Their voices, valuable time and effort were voluntarily 
provided in the spirit of improving the lives of other women in particular in future in the military. 
The researcher’s goal was to represent these women’s compelling and earnest responses as 
accurately and thoroughly as possible within the results of this study. The following conclusions 
reflect the participants’ perspectives in response to five research sub-questions. 
1. What are the influences of cultural experiences that may affect serving females’ decisions 
to either remain in, or exit, their occupations?  
 Occupational interest from the respondents’ recruitment to post-trades training stages 
affected occupational retention. Other factors that affected either occupational retention or job 
satisfaction consisted of relationships at work, pregnancy and childbirth, and the overall 
considerations of family. 
The Impact of Recruiting 
The participants’ motivating factors to join the CAF and remain in the organization 
demonstrated some similarities over their time in the organization. Their initial motivators to 
join leaned toward a “calling” in three of the cases. This low percentage is consistent with the 
findings of Mankowski et al. (2015), and the current study’s participants’ inability in general 
to articulate why this was the case. Consistent with Torre’s (2014) results, the current study’s 
participants’ motivating factors to initially serve related primarily to financial factors. 
Although they were driven by the desire or need to financially support themselves, their 
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motivation was more highly pronounced when they supported primary or extended family 
members. Similar to Mankowski et al.’s (2015) findings, skill development was a lesser 
motivating factor than financial reasons coupled with under-employment, although, unlike 
Mankowski et al.’s findings, there was very little focus on joining for educational reasons. 
Despite the lack of a “calling,” the response of wanting to “give back” to the CAF, or to their 
supervisors, was a recurring response throughout the interviews if the women had been 
supported during difficult times – usually when related to a family crisis. 
A focus of the participants’ drives to serve changed and expanded throughout their 
careers, with the most compelling motivator in all cases being the challenging and interesting 
work that their occupations provided. Conversely, their career dissatisfaction related to the 
following reasons: “lack of opportunities . . . see more . . . do more,” “lack of autonomy and 
flexibility . . . micromanagement,” “can’t talk about my work,” “redundancy . . . not much to do” 
(regarding one facet of one woman’s job), and “the [occupational] environment.” Eight members 
expressed extensive satisfaction with their occupational work itself. 
 Seven of the participants expressed a clear vision of what type of occupation(s) they had 
wanted to select when joining the Forces. When they had been assigned occupations that were 
incongruent with their interests and abilities, following their entry into the Forces, two of the 
three participants promptly changed their occupations to the ones that they had originally sought 
on enrollment. One respondent remained in her initially assigned occupation, and although she 
consistently expressed a very high level of motivation to serve, her interest in her actual 
occupation was not as strongly emphasized in comparison to the other members of the study. 
 This member was the highest-ranking of the interviewees, but expressed the least interest 
in her occupation. She had waited seven years to reapply to the CAF when she was repeatedly 
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offered occupations that she for which she had expressed disinterest in at the recruitment stage. 
The time that had passed while she was waiting to serve demonstrated not only her motivation to 
join the CAF, but the recruitment difficulties that existed at that time. Gauthier (2016) analysed 
both genders’ profession trajectory patterns of 83 occupation groups and concluded that in all 
cases, the “underrepresented gender of the occupation” was the one that was most likely to leave 
either the occupation or the CAF, and that high rates of mobility can reflect potential issues 
within an organization (p. 56).  
 There is also a cost attached to the CAF and members’ careers when there are lateral (in 
this study, NCM to NCM) occupational changes within the organization. Unnecessary 
occupational change requests clog the military’s administrative and selection systems. Financial 
and administrative costs were also incurred when two of the study’s participants had been fully 
trained in their originally assigned occupations and then made lateral trade changes, despite their 
initial and consistent disinterest in their originally assigned occupations. The importance of the 
Forces’ members’ personal characteristics having related to occupational satisfaction and 
affective and normative commitment, intention to leave, and psychological withdrawal was 
explored by MacArthur (2012), who argued that women demonstrated a higher level of 
continuance commitment and a lower level of intent to leave the organization than men. 
However, the women in MacArthur’s study had served fewer years than the males, had been 
employed in more occupations that did not have civilian equivalencies, and had been more likely 
to be serving as NCMs. Furthermore, person-environment fit was discovered to lead to stronger 
organizational commitment and less likelihood of withdrawal from the Forces.  
 The current study’s participants’ passion in the type of work that their occupations 
demanded was evident throughout the interviews, but their interests also correlated with their 
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interest in the occupations that they either had selected or felt compelled to select when joining 
the organization. The impact of the respondents’ perceived CAF’s recruiting methods of 
assignment to trades because of position availability, or into the most suitable occupations, 
appeared to have had lasting effects on all of the respondents’ level of satisfaction in the Forces. 
However, this impact may not have actually influenced how well these women performed in 
their occupations. The ten research participants reported having few expectations when joining 
the military, but all had enjoyed the type of life that the military offered, and none expressed 
either minor or major regrets of having joined the organization.  
Relationships Within the CAF 
 Relationships at work in particular contributed to a significant extent to all of the study 
respondents’ level of satisfaction with their military careers. Taber (2010) also concluded that 
women were drawn to the relationship aspects of serving in the Canadian military, in addition to 
steady jobs, excitement and, to a lesser extent, paid education. Regarding the current study, 
relationships at work in particular had greatly contributed to all of the members’ level of 
satisfaction with their CAF careers. These relationships in turn were influenced by the 
environments (Army, Navy, or Air Force) associated with their previous or current workplaces.  
 Following their interest in their occupations, camaraderie and relationships, primarily 
CAF ones, were the most commonly listed factors by the interviewees as having contributed to 
the most rewarding and motivating factors within their military careers. Whether these 
relationships were described positively or negatively greatly affected the respondents’ 
satisfaction and desire to remain in or leave their occupations or the organization. The only 
woman within the current study who expressed a strong intent to leave the CAF cited “dealing 
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with the people” as one of her reasons for exiting. Another woman recalled that she had seriously 
considered leaving the Forces because of “poor leadership” in the form of discrimination. 
 The participants appeared to be “hardened” or “tough” in this study because they had 
either managed times of discrimination or harassment on their own. For example, one member 
stated that she had learned how to “manage the guys.” Other women had navigated gender by 
resorting to other adaptive methods. They had also applied a significant amount of pressure on 
themselves to either perform to the same level or exceed the level of their male peers, for 
example, in two cases, by attempting to be “one of the boys.” Although it seemed as though 
gender identity formation had been an ongoing process for a number of these members during 
their military service, the researcher questions how much emotional cost these women 
experienced. Perhaps, instead of social role theory in which ambiguity of roles and tasks can 
result in occupational stress (Dobreva-Martinva et al., 2002), the women in the current study had 
experienced a type of gender role ambiguity that resulted in either internal or external conflict 
that potentially affected their loyalty to the organization and their overall sense of well-being.  
 The reaction to tokenism is demonstrated when women attempt to counteract the 
stereotypical traits of females, which are automatically assigned when they are outnumbered by 
males and which may result in peer exclusion (Kanter, 1997). However, this backlash did not 
appear in the current study’s transcripts. Only a few instances of tokenism and its effects were 
evident throughout this study – although some social restrictions were observed, such as when a 
male co-worker had referred to one participant’s occupational tasks as “men’s work.” More 
commonly, tokenism was revealed when it related to the respondents’ female gender in 
association with childbirth and child rearing. Overall, the disadvantages of having been 
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outnumbered by males appeared to have impacted most of the study participants’ daily lives at 
work, particularly within a field-oriented/operational setting.  
 Two of the female respondents reported experiencing some level of difficulty with the 
physical aspects of their occupations. Their situations were further confounded by the way in 
which their male cohorts responded to the women’s limitations, whether it was by advising them 
that women “shouldn’t be in the Army” if they were not capable of “being a soldier first,” or by 
trying to do the work for them instead of having assisted them – and it could be argued, probably 
not in a way that they would have assisted a male co-worker. Strength testing has recently 
undergone an overhaul within the Forces, primarily because of the 2004 Health and Lifestyle 
Information Survey report (Canadian Forces Morale and Welfare Services, 2017). Four years 
following the implementation of the new FORCE Evaluation (Personnel Support Programs, 
2017) that was not gender-specific regarding achieving a passing standard, the effects of the 
previous test’s gender-based standards (Canadian Forces Morale and Welfare Services, 2017) 
were still a topic of discussion for some of the current study’s participants. Whether a change in 
these standards will help to change the image of women as less of primary caregivers and more 
on par with their male counterparts, perhaps more akin to “warriors” as DeGroot suggests (2001, 
p. 32), will take time to determine, but it does impact the relationships between the genders in the 
military.  
The relationships among male and female subordinates and their leaders were also 
stressed within the current study. Although two participants indicated that they had been 
required to work harder to receive the same recognition as men, female leaders overall were 
described as poor leaders and instructors, with only one or two exceptions. Females were 
often described in an extreme manner, as overly competitive or supportive with other females, 
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but males were described as generally easier to get along with regarding male-to-male and 
female-to-male relations, and as more effective leaders in general.  
Four women within the current study were leaders by virtue of their rank and 
responsibility. One woman in particular expressed her frustration with male subordinates who 
had not adhered to her direction, but who had adhered to male superiors’ direction in general. 
These attitudes and behaviours can reflect personality-based leadership, gender, the “Navy 
mentality/old boy’s network” described by women within the study, or a combination of these 
factors. Examples of leadership difficulties extended to the current study’s female supervisors 
who had struggled with their own dilemmas of how to manage adverse reactions of groups 
during or following Operation HONOUR briefings. If female supervisors are faced with these 
dilemmas regarding Operation HONOUR itself, how will they effectively lead and discipline 
others, or demonstrate appropriate behaviours themselves in other situations? Defence 
Research and Development Canada (2015) recognized that “leadership comes with its own 
challenges and opportunities” (p. 9), although it also coincides with a higher pay rate in 
recognition for that authority and responsibility. For females to exercise timely and ethical 
leadership within the context of Operation HONOUR would require them to perceive that 
they are supported by their chains of command, and in some cases also their peers.  
Unexpectedly, this researcher found that cross-sex and same-sex friendships with 
peers did not play a significant role in the majority of the participants’ work lives. Looking 
back at her own experiences within the military, Major Sandra Perron (2017), Canada’s first 
female infantry officer, recalled that she had not been “proud” of the way that she had viewed 
her female cohorts during training and had not assisted them in the way that she could have 
(p. 44). “Career friendships” were described as a requirement for career advancement, but 
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they also had limited lifelong value (Janowitz (1960) and Little (1981), as cited in Ranvig, 
2014, p. 17). Minsberg (2015) referred to a number of US servicewomen, one of whom 
reported, “The truth is, I had few female friends . . . Most are very competitive with very little 
interest in friendship. There is also the issue of making one another look weak” (para. 11). 
Archer (2012) also commented that female Marines attempted to disconnect with other female 
Marines, and that “most women [in the Marines] reported that no real sense of camaraderie 
exists among females” (p. 374).  
 In general, the participants expressed satisfaction with their relationships with both 
genders if equitable treatment was observed, even if, as one respondent reflected, they were all 
“treated like dirt equally.” Interestingly, their references to how they and others had been treated 
during their basic recruit training, even if it had occurred many years prior, seemed to have “set 
the stage” for how these participants perceived their careers overall. Other interventions by 
leaders on behalf of the participants’ welfare, particularly during instances of general or sexual 
harassment, were also reflected upon in a highly positively manner by the respondents.  
Pregnancy and Childbirth 
The importance of leadership had also affected some of the participants’ yearly personnel 
evaluations, when pregnancy and time away from work because of maternity leave were reported 
to have negatively influenced their evaluations. It is not provable that the participants’ 
evaluations were affected by these factors. However, the overall perception by the women (and 
some of their female peers) was that having hid their pregnancies for lengthy periods of time, 
having attempted to correspond the timing of pregnancies in order to lessen negative impacts on 
careers, or not having children at all in order to reduce career impact, were necessary tactics to 
cope with organizational demands.  
268 
 
 
Wente (2001) proposed that although the barriers to women were decreasing, they were 
not attracted to military life because they did not want to be away from their children for lengthy 
periods of time. However, the current study’s respondents’ situations were much more complex. 
They voiced their desire for leadership-oriented positions because they did want (some of) the 
same things men want (for example, promotions in rank). The women in the current study also 
all expressed a desire to progress in their careers via either promotions or commissioning as 
officers, and all had fully embraced challenging work both in garrison and during deployments. 
One woman noted, “I had a chip on my shoulder when I was pregnant because . . . just because 
you decide to have a family . . . does not mean that you don’t still care about your career.”  
Family Considerations 
The women’s realities within this study were that balancing both a career and a family 
had often required sacrifices, for example, managing potential negative impacts on career 
progression, and various forms of harassment and discrimination. Servicewomen, Gouliquer 
(2011) highlighted, were still considered to be the “primary care-takers” who experienced more 
family-related stress than male soldiers (p. 206), although Taber (2009) added that the perceived 
priority of “service before self” (p. 30) creates even more stress for servicewomen when they 
then attempt to prioritize family members.  
The Director General Military Personnel Research and Analysis (DGMPRA)’s survey of 
CAF single, divorced, separated, or widowed parents of children 19 years or younger revealed 
that single parents’ main concern was financial strain, 60% of all of the respondents’ primary 
concerns were financial strain and health and well-being, and single parents’ secondary concern 
was their children’s health and well-being (Skomorovsky, 2018, para. 6). “Doing the right thing 
for their children” and their own “heavy demands and responsibilities” were worries expressed 
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by 50% of the parents. The single parents (44%) believed that it was difficult to balance military 
and parenting roles simultaneously. DGMPRA subsequently developed a research program that 
“seeks to enhance the lives of Canadian military personnel, Veterans and their families” 
(Skomorovsky, 2018, para. 12).  
The current study’s participants reported being unable to access resources such as child 
care (if they had been deployed for lengthy periods of time or if their children had been ill for 
more than a day and family members were unable to assist because they lived too far away). One 
of the participants remarked, “The military does not provide the support that’s required at all. 
The respite care is pointless, and the emergency care is almost non-existent.” Another respondent 
noted that if she and her military-serving spouse were to be posted apart, she would “have to get 
out, because [she] can’t just leave [her] child with anyone.” Similarly, Taber (2009) argued that 
depicting the persistent narrative within the CAF of a soldier as a fighting male who sets aside 
his personal requirements reflects the ideological codes of duty, honour, and service before self 
by being available to work all hours of every day and always putting the military’s needs ahead 
of one’s family. This narrative is a powerful expectation that does not necessarily truly reflect 
people’s lives within the military, and marginalizes women’s existence within the organization. 
Another example of marginalization within the current study was the “women posters” 
within the military workplace that have been visible, possibly, as Smidt (2011) suggested, as a 
way for men to indicate that they are the dominant and women are the weaker gender. Smidt also 
indicated that sexualized humour could be a way to disguise gender attitudes for men to form a 
“social in-group” and create “male-to-male bonds” (p. 7), although this type of humour was 
reported within the current study to be more prevalent prior to the existence of the initiative of 
Operation HONOUR.  
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2. What are the effects of cultural experiences that may affect serving females’ impressions 
of their previous and/or current occupations, and the CAF? 
 The two main cultural experiences that affected the participants’ impressions were the 
level of interest in their current and previous occupations, and the work-related relationships that 
interconnected with the occupation-associated environments of the Air Force, Navy, and Army. 
Occupational Interest 
 All but one of the participants expressed intense interest in the type of technical and task-
associated duties within their occupations. Of the three participants who had changed their 
occupations at some point in their career, two indicated that their originally assigned occupations 
had not matched their interests, they had transferred to their preferred occupational choices 
without delay, and they expressed thorough enjoyment of the technical and other challenges that 
their current occupations presented.  
Relationships Relating to the Environments 
Aside from both the technical and task-associated duties with their occupations, 
relationships had also impacted these women’s experiences within the CAF, their level of 
satisfaction throughout their careers, and their overall impressions of the organization. The 
respondents discussed relationships at length. The level of satisfactory relations with others and 
support to women were interconnected and varied according to their occupations, but also their 
environments of Navy, Army, or Air Force. The External Review Authority (ERA), Marie 
Deschamps, conducted an external review in order to analyse the complaints of gender 
harassment in the CAF, and concluded, “It is clear that different subcultures exist within the 
three different service areas” (Government of Canada, 2015c, para. 4.2.2). Capstick (2003) 
described the Air Force in general as tending to “worship at the altar of technology,” and armies 
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instead as emphasizing “the soldier over technology, and striving to develop a ‘warrior’ ethos 
that stresses the team over the individual” (p. 49).  
Having consistently described the Air Force as the element that was “more relaxed” 
and demonstrating “more respect and professionalism,” the participants in the current study 
discussed this element the least. They referenced men’s behaviours as similar to those in the 
Army, but “tamer and more filtered.” The respondents described the Navy overall in 
hegemonic masculine terms, and it was the element that reflected more alcohol-related 
interpersonal problems. The Army was described in the most detail with mixed reactions, 
from positive comments related to a higher level of camaraderie, to neutral comments related 
to rigidness because of its stronger adherence to military regulations. Negativity and humour 
were reflected when the participants described the Army’s “locker talk” and physical 
homosocial relations (men slapping each other and demonstrating their physical prowess 
among each other). Other studies (Ranvig, 2014; Winslow & Dunn, 2002) revealed that the 
more masculine the setting (Canada’s Army was ranked as the most masculine element, 
followed by the Navy, then the Air Force), the greater the confusion women experienced 
when identifying appropriate behaviours for themselves. 
Although occupations themselves have been associated with gender stereotypes 
(Kabat-Farr & Cortina, 2014), all of the occupations within the current study were considered 
to be male-dominated, and occupational differences were not highlighted by the participants 
to the same extent as environmental/elemental differences. The Navy was referred to as 
having demonstrated higher instances of strict sex role stereotypical behaviours regarding 
women being treated as “something sexualized,” like a “little sister,” “protecting” the women, 
or treating them with respect. Taber (2011) also interviewed three servicewomen and 
272 
 
 
concluded, “Men are military members, but women, whether members or not, are girls, 
sisters, wives and mothers” (p. 338).  
The Air Force was described by the interviewees as more professional, relaxed, and 
“more inviting to women.” Sexual jokes, males calling each other derogatory names like 
“fag,” making references to “That’s so gay,” and slapping each other’s body parts in a 
humorous way and demonstrating their physical capabilities was associated more commonly 
with the Army, in keeping with the expectation to “keep up (physically)” in order to gain 
men’s respect and cooperation.  
3. What is the congruency between females’ expectations, if any, and their perceived 
reality, of the cultural environment of their occupations? 
 The participants’ expectations and their perceived realities regarding the cultural 
environments surrounding both their occupations and the CAF reflected fair treatment, although 
the data was limited and related primarily to misogyny and harassment.  
Limited Expectations 
 Eight of the participants recalled having had no expectations at all when they joined the 
Forces, although all expressed the expectation to be treated fairly within the military. One 
participant recalled that a friend had warned her that the CAF may not welcome her based on her 
homosexual orientation, but while she had expected “a lot more misogyny,” her experiences 
were mostly positive in this realm. Another woman had encountered longstanding harassment 
via a peer’s regular homophobic comments, but she had decided (and her chain of command had 
expected her) to manage the issues herself.  
 Some research suggests that Canada’s military remains hostile to homosexuals (Avila, 
2014; Gouliquer, 2011; Government of Canada, 2015c), or to a certain extent reflects “a degree 
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of open misogyny, homophobia and transphobia” (McNight, 2017, para. 27). None of the current 
study’s respondents self-identified as transgender, but it is of interest to note that Okros and Scott 
(2015) argued, “Survey research suggests that a high degree of intolerance against transgender 
people remains” (p. 253). 
4. What are the effects of cultural experiences that may contribute or deter from serving 
females’ contributions toward their service in the CAF? 
 The participants’ contributions to their military service were greatly affected by the 
influences of leadership, support for their offspring, and support by their peers and chains of 
command.  
The Influences of Leadership 
One of the interviewees expressed intent to leave either her occupation or the CAF 
because of “hoping for better leadership” and more opportunities. However, in all of the cases 
where the members noted that they had almost left the CAF at one point in their careers, they 
also expressed strong interest in their occupations. Two other participants indicated that they 
had considered leaving the Forces, and cited leadership that they associated with unfair 
treatment as the reasons for potential exit. References were also made to the Navy regarding 
male supervisors occasionally having made life “difficult” for females by not assigning them 
tasks, which in turn interfered with the women’s career progression.  
The CAF has recognized that “there is a leadership problem in the CF,” and the following 
deficiencies have been hypothesized: poor selection of leaders, unsuitable training or lack of 
command, and “lack of ruthlessness” (Government of Canada, 2013a, para. 5) when assessing 
members. Interestingly, the issue of subjectivity was not mentioned. Audits of male and female 
CAF members in 2002 and 2006, based on a Forces’ Retention Strategy and Action Plan, 
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showed that an unfair environment, uncertainty regarding the Force’s future, leadership, 
bureaucracy, and career concerns were among the main reasons for both genders to intend to 
leave the organization (Office of the Auditor General, 2016). A more recent reference to attrition 
in the CAF cited greater “geographic stability,” followed by “job satisfaction” and issues with 
pay and benefits and unit or senior leadership (Pugliese, 2016, para. 4). Nevertheless, Torre 
(2014) indicated that studies testing the specific social mechanisms explaining why women exit 
male-dominated occupations in general are rare.  
Adaptation to the Military 
Davis (1997) noted that during the 1980s and 1990s, women were exiting the Forces at 
higher rates than their male peers during the 10 to 20-year period prior to retirement because they 
were more likely to experience harassment. Davis (1997) recommended that further studies be 
conducted on female’s integration into Canada’s military. In the mid-1990s, Davis (1997) 
interviewed 23 women who had held various NCM and officer ranks, had served between 10 and 
20 years, and who had voluntarily released. Nine had left the CAF because of family obligations 
(although six identified reasons of family stability, particularly “geographical location,” p. 191), 
and seven identified disciplinary or harassing situations and a lack of organizational support – all 
factors that ultimately affected their decision to leave the military. Davis (1997) concluded that 
women were unable to fully adapt to the military’s male-dominated culture, which affected their 
morale, levels of stress, productivity, and quality of life. 
Support to the Families  
Family considerations that related to nuclear and extended family members were a high 
priority for all of the current study’s respondents, although they expressed an intent to exit the 
organization only if long-term child care solutions were unavailable. They also indicated that 
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they were fully prepared to deploy and to be posted apart from their spouses (if they were dual-
parent families with children), although one of the participants observed, “The cost falls on the 
kids . . . it [parenting] is a huge responsibility.” Yeboah-Ampadu (2017) recognized that the CAF 
acknowledges that the military impacts family life, but “it has paid little attention to the 
particular experiences of mothers in the military” (p. i).  
The CAF has provided a number of services to assist with individual and family well-
being, such as support for members who are subjected to harassment and discrimination contrary 
to Operation HONOUR (Government of Canada, 2017i). Maternity and parental leave benefits 
have also improved in Canadian society in general, and have also extended to military members. 
Lloyd also complained about the inflexibility of military leave regarding care for children (“He 
Missed the First 9 Months,” 2017). The women who were parents in the current study repeatedly 
reported issues such as finding solutions for long-term care for their children during members’ 
deployments (domestic or international). Care for their (occasionally) ill children was also an 
issue. It is noteworthy that these two difficulties were a monumental concern for the members, 
regardless of the length of time that they had served in the Forces. However, no issues were 
reported by any of the participants if they themselves became ill and recovered at home during 
work hours.  
Support to the Members 
Family considerations were understandably paramount to the women in this study, 
although none of these considerations appeared to deter them from serving in the Forces, despite 
lengthy periods of time in the field or on deployment and postings separate from their spouses. 
Instead, the support or lack of support that they had received from their peers and chains of 
command had influenced their decisions to remain or leave the organization. Similarly, 
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Lieutenant General (LGen) Whitecross, a previous member of the CAF’s Strategic Response 
Team - Sexual Misconduct (CSRT-SM), described the recent difficulty with the Forces’ issues of 
harassment and discrimination as “a problem” that could negatively impact the recruitment of 
women “who fear they could be entering a toxic workplace” (Campion-Smith, 2016, para. 19).  
5. What are the females’ impressions of the CAF’s recent efforts to alter the underlying 
sexualized culture of the CAF? 
 The participants’ impressions of the CAF’s recent efforts to alter the sexualized culture 
related to the reactions of their supervisors (and to a lesser extent their peers) to harassment in 
general. The participants’ views were also influenced by their own family statuses. Their 
observations of their peers and supervisors’ reactions to Operation HONOUR widely varied, 
with common concerns expressed regarding self-protection and reporting.  
Supervisory Influence 
 The current study’s respondents provided examples of either their supervisors or their 
instructors having provided decisive and supportive leadership, particularly regarding potential 
or actual sexual harassment or assault. This support was occasionally cited as having occurred 
very early in the members’ careers; during their interviews they recalled the positive effects of 
this type of support. One member reported that a senior member in her unit had “saved” her 
following a period of lengthy sexual harassment. He had quickly intervened and resolved the 
situation as soon as he became aware of it. In another respondent’s case, ineffective and 
unethical leadership had been demonstrated when she was harassed and her chain of command 
took no action when she requested their assistance. (These two incidents had occurred prior to 
the initiative of Operation HONOUR).  
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 Within the current study, the women’s ability to cope and recover from instances of 
harassment was associated with the supportive or non-supportive actions of their supervisors at 
the time of the incident(s), and the reactions of their peers and supervisors to the Operation 
HONOUR initiative. Cotter (2016) indicated that the main reason women refrained from 
reporting sexual assaults was because of a fear of negative consequences (a rationale that was 
also expressed by the current study’s participants), and that these types of assaults impacted 
women more negatively than men in an emotional manner (Section 1). The lack of reporting may 
also contribute to the argument that sexual harassment and misconduct has not always been 
“visible” to the highest levels of leadership within the organization (Davis, 2016, p. 8).  
 Supervisory influence was also observed regarding gender differences within the current 
study. Although men were generally observed by the respondents to have been highly supportive 
during basic recruit training, some men had become much more competitive, and at times 
unsupportive when women were later promoted into ranks equivalent or superior to them. Jenaibi 
(2010) described this competition as a struggle to compete for scarce interpersonal resources, 
such as status and power, and as one of the reasons why men do not object to women working 
for them, but do object when women are their superiors.  
Family Status 
 There was a common understanding of family status having a perceived or actual 
negative impact on the careers of the women who were parents in this study. They were 
disappointed that their careers had been negatively affected by not being able to volunteer or 
travel to the same extent, or not being employed in their regular capacity at work, because of 
pregnancy or children. In addition to the participant’s remark that “you’ve got this [pregnancy] 
going against you,” there were also examples of issues at the unit level, such as “very little 
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tolerance” for women who had needed to stay at home to care for a sick child, and punishment 
for accessing maternity leave. Taber (2011) argued that there are complex processes in which 
female soldiers in western militaries balance masculinities and femininities, and women are 
caught between the “two greedy institutions” of motherhood and military (p. 342).  
Reactions to the Initiative 
 Overall, the respondents in the current study were positive and hopeful regarding the 
initiative of Operation HONOUR. They observed that issues were being taken more seriously, 
and that there was a higher awareness and conscientious outlook regarding inappropriate 
behaviours. Potential downfalls in reaction to the initiative included observations that members 
were “walking on eggshells.” The longest serving respondent commented that difficulties 
adapting to the initiative were a result of “lifelong acquired behaviour,” and an understaffed 
military that had inadvertently reduced disciplinary action.  
 There was some concern expressed by the respondents regarding overreaction to the 
disciplining of members whose actions were contrary to Operation HONOUR. These incidents 
had become more pronounced than issues of harassment since Operation HONOUR was 
initiated, particularly regarding fear of repercussion – not from the CAF’s chain of command, but 
instead from peers. There were also self-protecting tendencies expressed by not wanting to be 
“that girl” who reports an incident, and the understanding that members “don’t want to tarnish 
their [own] reputation.” Some of the women had attempted to be “one of the boys” because they 
had wanted to fit in, or had pretended to mock the intent of Operation HONOUR in order to 
manage peer pressure. The pressure was understandably high for these women to reduce their 
visibility by not speaking out in public or unit forums designed to elicit feedback on the 
Operation HONOUR initiative. The greater issue, however, is that when women progress in rank 
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and become responsible for subordinates, their previous learned behaviours of social adaptation 
may interfere with their ability not only to recognize the seriousness of Operation HONOUR-
related behaviours, but also to manage members who are harassers. 
Conclusions 
 The conclusions were based on the primary research question that was both open ended 
and broad, and affected the study’s outcome by serving as the engine that drove the study. The 
objectives led to an extensive discovery of a wide variety of topics. The data analysis generated 
the following themes: motivation, elemental differences, navigation of gender, and the 
impressions of Operation HONOUR. Motivational factors to join, remain, or exit the CAF 
developed primarily as a result of financial and occupational interests. The importance of 
relationships and leadership and how they related to the members’ assigned environments was 
also explored. Gender navigation was evidenced by the many ways in which the participants had 
coped within their male-dominated occupations, most of which were congruent with their 
expectations on entry into the Forces. The participants’ impressions of Operation HONOUR 
were also examined, particularly how their supervisors and peers had related to the initiative, and 
the difficulties that arose when reporting instances of misconduct. 
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CHAPTER SEVEN 
RECOMMENDATIONS 
 The final results of the study, combined with prior research, revealed limitations and 
produced recommendations for practice and future CAF research, in order to improve 
functioning and the experiences of Canada’s servicewomen in particular.  
Recommendations for Practice 
 The experiences of this select population of Canadian servicewomen answered this 
study’s primary research question and objectives. These members had adopted numerous and 
complex strategies in response to their environments, ultimately affecting their impressions of 
the CAF and their relationships primarily within, but also outside, the organization. The 
interviews focused on their reasons for joining the organization, and their impressions and 
expectations of the Forces and their occupations prior to, during, and following initial training. 
The respondents also expressed clear opinions regarding Operation HONOUR.  
Adaptation to the Military 
 Transitioning from regular Canadian society to military life can be particularly 
challenging for the Forces’ youngest and most easily influenced members. Eight of the current 
study’s participants had entered the Forces either immediately following high school, or shortly 
thereafter. At the time of the study interviews, all of the participants were trained in their 
occupations, five had served in more than one environment, three had served in more than one 
occupation, two had served in the Primary Reserve, and two were employed in specialty roles. 
All but one appeared to have mostly adapted to the military and, for those members who had 
changed their occupations, their decisions were not as a result of their environments but instead 
matched their interests and skillsets to occupations that inspired and motivated them.  
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 For both men and women, successful adaptation to the military primarily depends on 
three criteria that relate to the role of a soldier: the length of time served, the depth of the role, 
and the number of roles held by a member (Yang & Yu, 2009). Taber (2010) reported that 
women experience the military differently than men, and Archer (2012) indicated that women 
are motivated differently within a military context. Colonel Bernd Horn, Director of Canadian 
Forces Leadership Institute, reported that women experience the military the same way as men in 
many ways, and uniquely as women in other ways (as cited in Sadler, 1997). Marie Deschamps, 
the External Review Authority (ERA) for sexual misconduct and sexual harassment in the CAF, 
indicated that younger members of both genders may be more vulnerable, notably because of 
geographical relocations that result in loss of family and social supports, a “communal setting,” 
and a “lack of knowledge, or trust in, the chain of command” (Government of Canada, 2015c, 
para. 4.3). Deschamps also referred to women’s adaptation and eventual acceptance to the 
military culture, thereby maintaining and re-creating the “masculine military culture” (para. 
4.2.3.). Similarly, Vickers (1993) noted that instead of women entering the military in order to 
alter it, “the more likely result is that militarization will change women” (as cited in Kovitz, 
2000, p. 2).  
 Many of the current study’s participants had undergone a type of transition throughout 
their careers in which they described themselves as “naïve” when they considered joining the 
Forces, and as not expecting much about what life in the military would be like. The manner in 
which real lives in the CAF are portrayed of servicewomen serving and managing their personal 
lives changed on the Forces’ recruiting website during the time of this study. Because recruiting 
centres have decreased in number, and the Internet is now the primary method of gathering 
information about life in the Forces, the accuracy and breadth of the Forces’ recruiting site is 
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designed to entice members to join, but it should also portray realistic life in the Forces. For 
example, at the time of this report, the testimony of a female officer balancing family and career 
demands is visible on the CAF’s recruiting website (Government of Canada, 2018g). 
Realistically, a female NCM would supplement (or replace) the officer’s testimony of how she 
has coped with demands of managing a military career and single parenting – particularly 
because NCMs comprise the majority of the CAF’s female serving members. Males, single 
parents, and divorced members who cope with these types of demands could also be included in 
recruiting testimonials. The CAF’s “gender neutral” culture is meant to reflect equal standards, 
expectations, and opportunities for the genders (Davis, 2016, p. 9). However, all stages of a 
military member’s career, from initial research using the recruiting website, to training and 
employment needs, should reflect this equality. Of the ten participants in the current study, two 
self-identified as members of the LGBTQ community who were in relationships and had no 
children, two self-identified as single parents, one had supported extended family members for a 
time following her enrolment, and two self-identified as married with children. 
 Ling (2016) observed that CAF recruitment advertisements geared toward women can be 
a tricky endeavour. Past problems with attempts to show Canada’s servicewomen in a “feminine 
tone,” but “too lesbian-y” in a teamwork and collegial atmosphere (Ling, 2016, paras. 17, 23), 
and to show them in more “muted roles” (There’s Just No Life, 2001, para. 18) are examples of 
the difficulties that are associated with balancing enticement to serve with the reality of serving. 
Canada’s military has progressed from reflecting a dominant military culture to a male/female 
culture that also includes visible minorities. Ironically, the absence of LGBTQ membership, 
single parents, and other lesser visible minority populations on the Forces’ website is not 
congruent with the Forces’ diverse membership and its message of acknowledgement and 
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acceptance of this diversity. Defence Research and Development Canada (2015) indicated that 
culture and social media not only serve a “pervasive role” in Canadian society and its military, 
but can also serve as a “valuable tool for the military to share important messages” through not 
just the Forces, but also nationwide (p. 6). Comparable subtitles and associated information and 
photos that match men, women, and LGBTQ members would mitigate the problem of addressing 
women on the site as the gender that needs to be attended to separately, particularly regarding 
managing child care.  
 Tokenism (Kanter, 1977) was evident in some cases in the current study, when 
participants were singled out because of their gender and were encouraged or expected to act in 
gender-stereotypical ways – notably during the members’ initial training or employment. It could 
be argued that the words and photos on the CAF’s recruiting website could create and instill 
concepts of tokenism that extend to the initial military training setting and into the subsequent 
military workplace.  
 Recommendations. Avoid stereotypes on the CAF’s recruiting websites (Government of 
Canada, 2018a, 2018b). For example, portray both male and female members fulfilling the role 
of a single parent and same-sex dual-parent families. Also provide a demographic spectrum of 
serving members that is comprised of NCM and officer ranks, both genders, and members who 
comprise the minority populations such as LGBTQ members who thrive, compensate, persevere, 
and even fail within the organization. Provide a more realistic and balanced view of both genders 
and more fully orient potential applicants to military life and what they may realistically face, 
particularly if they simultaneously strive to achieve a family and a military career.  
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Gender-Related Issues  
 Similar to Deschamps’ (Government of Canada, 2015c) findings, no pattern was 
observed in the current study between sexual harassment and the elements. However, the 
military in general is described as a male identity that on a daily basis is “strongly evident 
through sexualized behaviors and norms, such as male attitudes of paternalism, sexist male talk, 
joking and innuendo . . . and sexual harassment” (Davis, 1997, pp. 185-186). Patterns of 
behaviours that were attributed to the Army, Navy, or Air Force elements within the current 
study mostly related to the participants’ quality of relationships within the workplace, which 
strongly associated with job satisfaction.  
 Defence Research and Development Canada (2015) reported that it plans to further 
understand the cultural dynamics within the elements. Similar to Ranvig’s (2014) argument that 
each of the elements varies in its degree of inclusion of women, the current study’s results 
showed that the field environment was usually associated with the Army’s more outward 
demonstrations of men’s physical prowess, verbal downgrading of women’s physical 
capabilities, and stronger adherence to military rank structure. The current study’s participants 
also referred to the physical difficulties that they experienced in their occupations within the field 
environments of the Navy and Army.  
 Despite the physical difficulties that had made some of the respondents’ lives more 
difficult in the field settings, most had been cognizant of which trades they desired, had pursued 
them, and had fully embraced and enjoyed their occupational tasks. However, there was some 
regret expressed for not having liaised with more females prior to joining the CAF. Moreover, 
some had no, very limited, or delayed support when they experienced harassment.  
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 Recommendation. Offer diverse types of military orientation programs regarding 
enrolment in both the Regular Force and the Primary Reserve that are tailored specifically to 
women, but that are more flexible than requiring a 10-day exploration period. An example is the 
Forces’ 2018 launch of its Women in Force Program, which provides “qualified, capable women 
applicants with the information they need to make an informed decision about enrolling with the 
CAF” (Government of Canada, 2018d, para. 10). Perhaps this type of recruiting could be 
demonstrated online, such as in a visual reality program, but also accurately portray the 
advantages and disadvantages of serving in the CAF and in each occupation.  
Occupational Depictions 
 In response to Canada’s defence policy, “Strong, Secure, Engaged,” an innovation for 
Defence Excellence and Security (IDEas) Program, was developed in 2018, with the goal of 
receiving proposals in order to assist with recruiting and retaining women, specifically “to reach 
25% representation by 2026” (Government of Canada, 2018h, para. 1). None of the current 
study’s respondents expressed a desire to exit the organization because of a disinterest in the type 
of work that they associated with their occupations, two had changed their occupations following 
their entry or transfer into the CAF, and five indicated that they would not have accepted the 
same occupation that they did when they entered (or in two cases transferred to) the Regular 
Force. The research participants reported having viewed accurate occupational descriptions on 
the Forces’ recruiting website in some cases, but not in others. One participant mentioned that 
she would probably not have enrolled in her assigned occupation if the video depicting the 
occupation had demonstrated its strong field component. In her case, she observed that her 
occupation was actually depicted as another CAF occupation.  
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 Recommendations. Balance recruiting goals with recruiting promotional materials or 
methods that depict all of the occupations and elements from a highly realistic viewpoint. For 
example, reflect the strong field, office, or heavy manual labour requirements of occupations 
where they exist. Regularly update descriptions and videos to accurately reflect changes within 
the occupations’ training and employment. 
Support Within the CAF 
 The current study’s members were initially motivated to join because of external factors 
(financial and other benefits, funds to finish paying off their education, fun, and excitement), and 
a few of them joined because of a strong interest in a particular occupation or set of similar 
occupations. As time passed, their motivation to remain in either their occupations or the Forces 
in general changed so that their focus was primarily on their assigned occupations and the 
relationships that they developed throughout their careers. Their motivation to continue to serve 
was associated with support from superiors and others within the organization. However, 
throughout their careers, they applied various coping mechanisms in order to fit into the 
organization, with very little to no mentorship, despite possessing relevant skills and experience 
related to the tasks required of them following their initial occupational training. Aligning with 
the current study participants’ interviews overall, Fuegen (2010) also referred to the hostility that 
women demonstrate towards each other, and the importance of women assisting each other 
within organizations. The results from the current study also indicated that once the women were 
recruited and trained within the organization, they were mostly left alone to expend unnecessary 
energy navigating their gender in male-dominated occupations, with minimal same and cross-sex 
relationships.  
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 The women in the current study were not asked if they were aware of the CAF’s 
mentorship programs and guidance (Legacé-Roy & Knackstedt, 2007); those who expressed an 
interest in leading were motivated by their desire to assist other servicewomen. Those 
respondents who noted that they had considered releasing at some point during their careers cited 
abuse of authority and poor leadership as the reasons for potential exit. Fair treatment, even if it 
was poor treatment, was consistently considered in a positive manner by the current study’s 
respondents. 
 Recommendations. Provide mandatory mentorship training for all members with the 
goal of improving leadership and retention within the organization. As suggested by Defence 
Research and Development Canada (2017), create more diverse training classes and encourage 
women and other minority populations to integrate with peers in order to “encourage 
camaraderie and eliminate gender stereotypes” (p. 28). Augment this training with classes for 
servicemen to heighten awareness and counteraction of gender stereotypes. Also tailor the CAF’s 
leadership and mentorship training according to gender (the results from the current study 
support the idea of different methods of leadership and different career motivators according to 
gender).  
Harassment and Early Intervention 
 The current study’s respondents were highly self-sufficient and able to cope, partly by 
learning to suppress their emotions. Any problems encountered usually related to harassment or 
sexual harassment. However, none of the respondents who mentioned these barriers expressed a 
desire to leave their occupations or the CAF as a result. All but one incident was managed either 
by the participants themselves or their chains of command. However, the participants’ morale 
was noticeably stronger when they spoke of gaining the support that they felt that they had 
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earned, through their chains of command, and when harassment was dealt with swiftly and 
effectively.  
 Morale and retention can be affected by the treatment of members, particularly harassing 
behaviors. Davis (1997), Michitsch (Guttman, 2000), and Broderick (“Breaking Down a Highly 
Defensive Culture,” 2013) cited the issues of the early exit of women from the CAF, and 
Broderick also indicated that an early exit by staff members creates an inconsistency in 
leadership. Canada’s External Review Authority (ERA)’s recommendation for the CAF to 
manage “low-level inappropriate sexual conduct” (Government of Canada, 2015c, para. 4.3) 
garnered criticism by the members in the current study. Their reactions may be partially 
explained by their experiences prior to the implementation of Operation HONOUR; some 
participants felt that the discipline related to inappropriate sexual behaviours was too severe. 
Defence Research and Development Canada (2015) reported that the “perceptions of the 
appropriateness of the punishment can influence unit level dynamics in particular if members 
perceive the punishment to be inappropriate” (p. 8).  
 Supervisory support was evidently a strong factor related to job satisfaction when the 
current study’s respondents expressed their desire to “give back” to the Forces. This support was 
also associated with the participants’ feelings of well-being and career satisfaction. A distinct 
difference was noticeable regarding the styles and effectiveness of leadership and gender. The 
current study was replete with descriptions of female leaders as autocratic, biased, and more 
career oriented than male leaders. It appears that the competitive nature of the military and 
instances of abuse of the rank system can contribute to placing women in an even further 
disadvantaged position of being greatly outnumbered within the organization. However, all of 
the respondents reported having been able to manage, (or, in one case tolerate) the effects of poor 
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leadership. The fact that some CAF members, particularly officers, were reported by the ERA to 
be “quick to excuse” sexual harassment incidents as a reflection of civilian society (Government 
of Canada, 2015c, para. 4.2.3) indicates that the distinction between the values and demands of 
Canada’s military members and those of its civilian population is occasionally blurred by serving 
members.  
 Recommendations. All members of the CAF will quickly and effectively manage lower 
and higher levels of unacceptable conduct. Provide consistent training throughout members’ 
careers in order to embrace ethics and professionalism, and to override contrary codes imbedded 
in the CAF’s culture. This type of “buy-in” is also required to be communicated and reinforced 
for the leadership ranks. As Winslow (2003) observed, “War fighting still determines the central 
beliefs, values and complex symbolic formations that define Army culture. This ethos does not 
resonate well in post-modern Canadian society” (p. 21).  
The Retention of Women in the CAF  
 That women’s retention rate was discovered to increase during the time when their 
training and experience were critical assets for training others within their occupations (Davis, 
1997) emphasizes the requirement to retain women during peak periods of their careers. The 
CAF-voluntary survey’s results regarding occupational role stress and its effects on individual 
and organizational well-being concluded with recommendations that the CAF, including 
individual supervisors, should demonstrate care and respect for its members and recognize their 
contributions, thereby enhancing the members’ emotional attachment to the military and job 
satisfaction and reducing their level of strain (Dobreva-Martinova et al., 2002). Furthermore, 
Dobreva-Martinova et al. (2002) recommended reducing role conflict and providing sufficient 
challenges to members that may lead to further satisfaction and desire to remain in the CAF. It 
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was evident from all of the participants’ interviews that they required challenging and rewarding 
tasks that would eventually lead to progression in rank/higher-level challenges in their careers.  
 Three members had seriously considered leaving the organization because of inadequate 
leadership in general. They also referenced a number of factors external to their occupational 
work, such as needing to volunteer and self-advocate in order to be promoted in rank. The 
respondents also cited barriers to career progression, such as not being “liked” and being held to 
a higher standard due to gender. Boldry and Wood (2001) argued that the stereotypical view of 
women and their roles as soldiers may contribute to lower evaluations of their work performance 
by both supervisors and comrades, and that servicewomen tend to underrate their own 
contributions (evidenced within the current study) and to demonstrate lower levels of confidence 
than their male peers when undertaking tasks. Confounding these issues, numerous examples of 
hostility or differential treatment directed at the respondents often involved their perceived (and 
at times actual and self-acknowledged) lesser physical strength, and their ability to bear children 
(and therefore experience absences and experience from their workplaces). Perceived inequities 
in the CAF’s fitness testing standards can also create “heteromasculinity” that suppresses women 
and LGBTQ members that “privilege heterosexual men” (Taber, 2015, p. 107).  
 Recommendations. Train supervisors to recognize and implement a non-biased approach 
to leading and assessing, particularly regarding assignment of tasks. Revamp the yearly 
personnel assessment procedure to reflect supervisory fairness and professionalism. Ensure that 
positions are backfilled when members take time off work for pregnancy or child care reasons. 
CAF members quickly assume military lingo and attach meaning to lingo that relates to the care 
of children. Labelling the type of leave to care for children should be based on parenting versus 
biological functions (i.e., eliminating the term “maternity leave” to encompass “parental leave,” 
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or changing the term altogether), thereby creating a more balanced perspective on child care. 
Also scrutinize any changes to the CAF’s fitness testing in order to ensure that there is a 
perception of equality between the genders regarding the standards to pass, fail, or achieve a 
particular level.  
Pregnancy and Child Care 
 Consistent with the current study’s findings, Taber (2011) argued that members are often 
“unofficially and officially punished” for accessing maternal and parental leave (p. 345). Besides 
being disadvantaged by being perceived as less “military” because of pregnancy and being 
removed for their own health reasons from a ship or a field setting, women then experience 
problems readjusting to the workplace upon their return to work. Recently, the media highlighted 
SLt Laura Nash’s plight when she was unable to manage both single parenting and her military 
career, and was released on medical grounds from the CAF (Brewster, 2017). Nash recalled 
fellow servicewomen who had deliberately withheld support from each other, and others who 
had viewed children as administrative burdens. Falvey (2017) dissuaded women and single 
parents from pursuing a CAF career. The women in the current study, whether they were single 
or dual-parent families, had experienced numerous difficulties with securing childcare after 
hours and during deployments. The current study’s respondents indicated that childrearing made 
it difficult for them to volunteer for opportunities to advance within their careers. 
 Recommendation. Provide appropriate and professional after-hours and long-term child 
care for CAF members who are parents, in order to alleviate many of the difficulties associated 
with the stress of balancing child care and soldiering. This may mean providing additional funds 
for extended family members to travel for assistance with child care, particularly for single 
parents and those located in isolated or semi-isolated postings.  
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Feedback Regarding Operation HONOUR  
 Considering the issues that women, such as the ones in the current study, manage that are 
mostly unique to them because of their gender, it is not surprising that women navigate their 
gender in a variety of ways that reflect self-preservation when they witness or experience 
harassment or sexual harassment. Gouliquer (2011) similarly observed that women who 
“challenge the culture risk being labelled as non-team-players and ostracized” (p. 193). Defence 
Research and Development Canada (2015) indicated that third party reporting and intervention in 
reaction to sexual and ethical matters create difficulties for CAF members.  
 Recommendations. Instead of singling any male or female members out in a crowd of 
either peers or superiors, solicit members’ feedback regarding Operation HONOUR on a one-on-
one or anonymous basis. Ensure that all military members are aware of, have read, and 
understand policies regarding Operation HONOUR.  
Improvements to Leadership  
 During recruit training, the socialization process is critical for imprinting the impressions 
of how members are treated within the military. The Forces has identified problems of 
inconsistent leadership and a requirement to update the leadership doctrine within the Forces 
(Government of Canada, 2013a). Unfortunately, very limited academic and military research 
targets how leadership and culture affect gender diversity and harassment, and leaders will be 
unable to change “if they do not understand those characteristics and practices within culture 
which are sustained, with and without leadership intent” (Davis, 2016, p. 7). Research is 
currently underway to explore how leadership and culture influence sexual harassment and 
misconduct, and will investigate the influences of cultural and social factors on early entry into 
the Forces, and during environmental and occupational training, unit employment, and 
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operational deployments (Davis, 2018). Although limited research also exists regarding female-
to-female interactions within the Canada’s military, four studies highlight competitive and 
counterproductive relationships among servicewomen in particular (Fuegen, 2010; Furia, 2009; 
Kabat-Farr and Cortina, 2014; Koeszegi et al., 2014).  
 Recommendations. Instruct ethical and decisive leadership not only throughout initial 
leadership training, but also throughout members’ careers. Conduct research that examines the 
differences between the genders’ styles of leadership and their effectiveness. 
Recommendations for Further Research 
The recommendations for further research are based on the limitations of the study 
regarding facilitation methods and types of research to conduct in the future.  
Identification of Potential Participants  
 Locating potential study participants who identified as female or other and were in male-
dominated, non-combat arms occupations was a subjective, laborious, time-consuming, and 
occasionally inaccurate process. The researcher identified female names on DPGR’s 
Occupation/CM finder website at  http://cmpapp.mil.ca/dgmc/en/career/occupations-list.asp16 
with the aid of the GenderChecker (2018) website. In most cases, the percentage of potential 
females within an occupation fell well below Davis’ (1994) definition of a male-dominated 
occupation, but in one case the researcher contacted a male member in error.  
  Recommendation. All names listed on DPGR’s Occupation/CM finder website at  
http://cmpapp.mil.ca/dgmc/en/career/occupations-list.asp17 will be identified as “male,” 
“female,” or “other.” This would facilitate gender identification for the purposes of 
administration and further research.  
                                                          
16  This website is no longer accessible to the public because it has been updated. 
17  This website is no longer accessible to the public because it has been updated. 
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Participant and Researcher Coordination and Resources 
 This study accommodated the participants’ needs as much as possible. However, one 
participant’s use of her cell phone diminished the quality of the data collection because of 
varying quality of reception. Another participant, because of her participation in pre-deployment 
training, requested and forwarded her typed responses to the interview questions, but these 
answers contained much less detail than an interview would have garnered, and affected the 
quality of the results of the study.  
 Recommendations. Specify in further studies that while flexibility on behalf of the 
participants is appreciated, a land-line telephone or other direct communication platforms such as 
Skype (“About Skype,” 2018) or FaceTime (Costello, 2018) are required when conducting 
telephone interviews, and typed responses to questions are not suitable. 
Rank and Language Considerations 
The researcher was required to work extensively to build rapport in order to offset the 
perception of rank disparity and authority. Furthermore, one interviewee requested the interview 
be conducted in French, and the researcher was unable to accommodate this request. Fortunately, 
the interviewee accommodated the researcher’s limitations and valuable data was obtained from 
the interview. The random sampling was likely affected in that French-speaking members may 
have ignored the request to participate because it was pre-specified that the interviews could be 
conducted only in English. A researcher who is also able to conduct qualitative research in both 
official languages would have resulted in more effective participant random sampling, and 
responded more effectively to the one participant who requested her interview to be conducted in 
French.  
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 Recommendations. Have a civilian researcher, or preferably a researcher who is a retired 
CAF member who is most familiar with military processes, conduct similar qualitative research 
in the future. The researcher will also be able to conduct interviews in both official languages.  
Interview Process 
 Although neither method of one-on-one or telephone interviewing appeared to be more 
advantageous than the other, body language that would have aided in determining additional 
factors such as the respondents’ affective state was not accessible during the telephone 
interviews. Another method such as Skype or FaceTime were not applied during this study, but 
may have been a suitable alternative to telephone interviewing.  
 The wording “male-dominated” was eliminated from the interview questions following 
the first interview, because it felt unnatural, repetitive, and a potentially leading concept from the 
researcher’s perspective. It is expected that using less biased wording during in the interview 
questions will elicit more balanced and unbiased participant responses.  
 Recommendations. Apply alternative interview approaches when one-on-one 
interviewing is not possible, such as Skype (“About Skype,” 2018) or FaceTime (Costello, 
2018), during qualitative study. Exercise caution when selecting words to use when interviewing 
and conduct a pilot study with more than one member.  
Data Transcription and Analysis 
 The data transcription and analysis were effective but overly time consuming and 
required repeated listening for accurate transcription and inductive analysis.  
 Recommendation. Invest in speech recognition and data analysis software products in 
order to process the data more efficiently. 
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Application of a Contrast Group 
Although no contrast group of males was applied to this study, if women do experience 
the military differently (Taber, 2010) and their motivation to serve is also different than men’s 
(Archer, 2012), then more detailed research in this area of women’s motivating factors to serve 
would be worthwhile, from both a recruiting and retention standpoint. Karen Davis, a former 
CAF Personnel Selection officer and a current defense research scientist noted, “This approach 
would further provide insight into the extent to which male/female motivations are dichotomous 
or to some extent more broadly based on gendered experiences and perspectives (masculinity, 
femininity) rather than completely on biological male/female differences” (personal 
communication, September 10, 2018).  
  Recommendation. Include a contrast group of males, perhaps even within the same 
occupations, in order to gather data from both males and females in male-dominated occupations 
in Canada’s military. 
Conclusions 
Male and female CAF members wear common military-issued uniforms, but there are a 
variety of ways in which the Forces operates in a gendered manner, usually in ways that make 
soldiering a more complex and difficult process for women. Addressing gender differences on 
the CAF’s recruiting website (Government of Canada, 2018b, 2018c) and during women’s 
service will provide a more realistic view for women who consider joining the organization and 
how they experience the CAF while serving.  
Understanding gender differences, such as the manner in which different women and men 
react to initiatives such as Operation HONOUR, will assist in developing programs and 
regulations that will serve the needs of both the organization and its members. As time passes, 
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Canadian society in general and the CAF will evolve, and changing the researchers and research 
participants will further the exploration of new themes that emerge within qualitative studies in 
particular. Because there is more extensive literature regarding American than Canadian military 
members, further studies within the CAF, including direct observation on this topic, are 
recommended. Additional research that responds to the current study’s limitations will uncover a 
deeper understanding of the complexity of the military climate surrounding the impact of 
specifically targeting women in recruiting and subsequently retaining them, leadership and 
mentorship within the organization, and the effectiveness and improvements that can be applied 
to Operation HONOUR.  
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Appendix C:  Moderator’s Guide 
Job Satisfaction in the Canadian Armed Forces 
Research Study by Captain Pamela Pahl, Student, Brandon University 
 
 
 
 
(CAN BE ADAPTED FOR FOCUS GROUPS OR INTERVIEWS) 
MODERATOR’S GUIDE  
 
Women and Job Satisfaction in Today’s Canadian Armed Forces’ Climate 
Total participant time required:  70 – 105 minutes 
Breaks: As participants require (anticipate15 – 20 minutes_ 
 
The purpose of the study is to conduct evaluative research to determine (in order of priority): 
What are the experiences of females who are currently serving, in male-dominated, non-commissioned, non-combat arms 
occupations?  The research objectives based on this question are as follows: 
 
1. to determine the influences of cultural experiences that may affect serving females’ decisions to either remain in, or 
exit, their occupations, 
2. to determine the effects of cultural experiences that may affect serving females’ impressions of their previous and/or 
current occupations, and the CAF, 
3. to explore the congruency between females’ expectations, if any, and their perceived reality, of the cultural 
environment of their occupations, 
4. to determine the effects of cultural experiences that may contribute to or deter from serving females’ contributions 
towards their service in the CAF, and 
5. to assess the impact of the CAF’s recent efforts to alter the underlying sexualized culture of the CAF. 
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Below is a general guide for leading a focus group/interview.  
 
1. Consent  
 
• Before the group/interview begins conduct the informed consent process.  
 
2. Introduction (10 m) 
 
• Welcome participant and introduce myself; 
• Explain the general purpose of the discussion and why/how the participant was chosen; 
• Explain the presence and purpose of recording equipment and give the option to opt-out of  a recording session ;  
• Outline general ground rules and interview guidelines such as the participant can end the interview at any time 
they want or exercise their right to not answer any question(s);  
• Inform the participants that if they need a break, they can take one at any time during the interview; Address the 
issue of privacy and confidentiality;  
• Inform the participant that information discussed is going to be analysed as a whole and that participants' names 
will/will not be used in any analysis of the discussion; 
• Read a protocol summary to the participant. 
 
 Select for Focus Groups Only  Select for Interviews Only 
 
3. Discussion Guidelines 
 
 We would like the discussion to be informal, so there’s no 
need to wait for us to call on you to respond.  In fact, we 
encourage you to respond directly to the comments 
other people make.  If you don’t understand a question, 
please let us know. We are here to ask questions, listen, 
and make sure everyone has a chance to share.  
 
 We do ask that we all keep each other’s identities and 
remarks private.  We encourage you to speak openly and 
honestly.   
 
 (If audio-visual recording is used) As discussed, we will 
be tape recording the discussion, to ensure that we have 
captured and transcribed the responses accurately. No 
one outside of this room will have access to these tapes 
and they will be destroyed after our report is written.  
 
 (If assistants present) Helping are my assistants  ______ 
and _______.    They will be taking notes and be here to 
assist me if I need any help.  
 
 Let’s begin.  Let’s find out some more about each other 
by going around the room one at a time.  Tell us your 
first name and the job you have, etc…I’ll start. 
 
3. Interview Guidelines 
 
 This interview will consist of 28 structured questions. 
During the interview, I may ask you additional questions 
to further clarify or elaborate your answer. You may 
choose not to answer a particular question; in that event 
please feel free to inform me.  
 
 Your answers and any information identifying you as a 
participant of this research will be kept confidential.  
 
  
As discussed, I will be recording the discussion, in order to 
ensure that I have captured and transcribed your responses 
accurately.  No one outside of this room will have access to 
this taped information, and it will be destroyed after the 
report is written.   
 
 Do you have any questions for me, before we begin? 
 
4. Interview Questions (60-90 minutes) 
 Let’s begin the session by discussing (insert initial 
question) 
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4. Topic Generation (5-10 minutes) 
 
 Let’s begin the session by discussing (insert initial 
question). 
 
        
 After the responses from the initial prompt have been 
exhausted: 
• Take a topic that was just brought up and prompt the 
group for more information; or 
• Raise a new subject from your prepared list.  
 
 This will allow you to explore a series of questions that 
encourage further discussion helping you clarify your 
initial objective. This process is not pre-scripted but 
interactive in its nature. The goal is for the participants’ 
experience to lead the way, therefore eliciting the most 
authentic data possible. 
 
5. Closing (10 m) 
 
 When ending the focus group session make sure to: 
• state closing remarks; 
• thank the participants; 
• reiterate privacy and confidentiality considerations; and 
• If applicable, remind them of follow-up activities. 
 
 
 
 
Please tell me what activities you were involved in prior to 
joining the CAF, and your reasons for deciding to enroll 
in the Regular Force. 
 
٠Raise a new subject from your prepared list. 
 
This will allow you to explore a series of questions that 
encourage further discussion helping you clarify your 
initial objective.  This process is not pre-scripted but 
interactive in nature.  The goal is for the participants’ 
experience to lead the way, therefore eliciting the most 
authentic data possible. 
 
5. Closing: (10 minutes) 
 
 When ending the interview make sure to: 
• state closing remarks; 
• thank the participant; 
• reiterate privacy and confidentiality considerations; and 
 if applicable, remind them of follow-on activities 
 
 
 
PASTE ALL THE INTERVIEW / FOCUS GROUP QUESTIONS BELOW: 
 
Preliminary Questions: 
 
1.  Please tell me what activities you were involved in prior to joining the CAF, and your reasons for deciding to enroll in the 
Regular Force.   
2.  What was your level of education when you joined the Regular Force, and what is your current level of education? 
3.  What did you know about the occupation when you decided to accept the choice or choices provided?   
4.   The Employment Equity Act has been adapted to accommodate the CAF, and identifies designated groups that include 
women, Aboriginal persons, persons who are members of visible minorities, and persons with disabilities.  Please explain if 
you fall under any or a number of these designated groups.   
5.  Please explain your background as to why you have enrolled in your current occupation. 
6.  How did previous experiences in your life influence your decision to select the occupation?  
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Main Questions: 
 
1.  What were your expectations of both the training and employment in the male-dominated occupation, and how did they 
meet or not meet your expectations? 
2.  Please tell me about your experiences including similarities and differences that you noticed in the employment between 
the different centres, bases, or elements during your postings. 
3.  In your opinion, how did the different genders interact?  For example, males with males, males with females, and females 
with females?   
4.  While receiving your training for the male dominated occupation, did you encounter differential treatment?  If so, please 
provide me with some examples of how you were treated differently.   
5.  If you’ve been deployed in the CAF, please tell me about your experiences pre, during and post deployment. 
6.  Are you or have you been a primary caregiver to members of your family, and, if so, please tell me about how that has 
affected your career and your personal life. 
7.  Are there any differences that you may have noticed from having a male or female superior in the occupation?  If so, 
please provide me with some examples of these differences.   
8.  How would you describe your level of satisfaction with the training, employment, and relationships with others within the 
occupation? 
9.  Please tell me about any particular coping mechanisms that you have recalled using during your service in the Forces. 
10.  Have you felt that there were additional, fewer, or the same pressures on you compared to your coworkers??   
11.  What have been your greatest stressors working in your occupation, or within the CAF in general? 
12.  If you left or remained in the occupation, what were the circumstances behind your decision?   
13.  Please tell me about your most favorite aspects of being employed in the occupation. 
14.  Please tell me about your least favorite aspects of being employed in the occupation. 
15.  What would you have done differently, if anything, from what you have done as a female being recruited, trained and 
employed in a male-dominated occupation in the CAF? 
16.  What are your plans for the future in the Forces? 
 
Introductory Statement to Operation Honour: 
Now I would like to introduce a set of questions that are slightly different but that are related to the work that is currently 
being conducted in the CAF related to sexual misconduct: 
 
1.  Are you aware of Operation Honour (also referred to as “Op Honour”)? 
2.  Do you believe that all members in your unit are treated with respect and dignity? 
3.  Prior to Operation Honour, did you find that your unit had an underlying sexualized culture? (if so, have things changed?  
How?) 
4.  Have there been any town halls or training sessions in your unit related to Operation Honour? (Were they effective, and, if 
so, how in your opinion?) 
5.  Do you believe that Operation Honour will make a difference? (in your unit; in the CAF in general?) 
 
The final question that will be asked during the study is as follows: 
1.  Is there anything else that you would like to add?  Is there anything else that perhaps I did not ask about, or that you would 
like to add to something that we have already discussed? 
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Appendix F:  E-Mail Invitation 
Job Satisfaction in the Canadian Armed Forces 
 
Research Study by Captain Pamela Pahl, Student, Brandon University  
 
 
 
 
 
 
Dear (insert participant’s name), 
 
My name is Captain Pamela Pahl, and I am a student in a Master of Education degree at Brandon University 
in the Faculty of Education and supervised by Dr Marion Terry, from the Department of Leadership and 
Educational Administration.  I am conducting research towards gender-related job satisfaction in male-
dominated occupations within today’s Canadian Armed Forces climate.  The purpose of this e-mail is to ask 
you to participate in my research project:  Women and Job Satisfaction in Today’s Canadian Armed Forces’ 
Climate.  You have been randomly selected to participate in this study, as your name has been identified 
under the Chief of Military Personnel website under the Occupation/Career Manager Finder section.   
 
This research is intended to study CAF members who identify as “female” or “other,” are qualified to the 
Operational Functional Point (OFP), are serving in the ranks of Cpl to Sgt in any of the three elements, have 
not been compulsory or voluntary reassigned to your current occupation, and who are currently serving in a 
Regular Force male-dominated non-commissioned, non-combat arms position. Members who identify as 
“others” will be included in the gender “female” in the final results of the study, in order to ensure 
participant anonymity.   
 
The objective of this research is to explore the military cultural experiences of non-commissioned females 
who are currently serving, in male-dominated, non-combat arms occupations within the CAF.  This research 
will be conducted through Brandon University and will consist of demographic and experiential types of 
questions within a one-on-one interview format, in person or by telephone.  The interview itself is estimated 
to take 60 – 90 minutes of your time. This research has been approved by the DGMPRA Social Science 
Research Review Board, in accordance with DAOD 5062-0 and 5062-1. The SSRRB approval # is 
1561/17F. 
 
Should you wish to participate in this study, during the interview you will be provided a consent form to 
review and sign, an overview will be provided of the study, the interview will be conducted in English, and 
during the interview, you do not have to answer any questions that you do not wish to.  With your 
permission, the interview will be audiotaped.  The information that you provide will be summarized, in 
anonymous format, in the body of the final report. At no time will any specific comments be attributed to 
you, nor will the final report link information to your identity or location. All source documentation will be 
kept strictly confidential.  
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The information provided to both Brandon University and the CAF will be available in the form of the final 
report that will be anonymous and will not include identifying information.  The final report will be 
submitted to both Brandon University and the Department of National Defence.  Brandon University will 
review the project with the purpose of the researcher submitting a Master Thesis.  The Department of 
National Defence will use the final report in coordination with collection from other sources, including 
internal research projects such as the Your Say Survey.  The results will assist DND to focus their efforts to 
combat inappropriate sexualized behavior in support of Operation HONOUR initiatives, including shaping 
future research projects, victim support services programs, etc.  No papers, articles and/or conference 
presentations will be published without the DND sponsor’s prior review.  The DND/CF reserves the right to 
insist on clarification/amendment/change of any sensitive information set out in the paper that could harm 
the DND/CF as such information is defined in regulations and orders. 
 
Your participation is completely voluntary and you have a choice at every stage to end your participation 
without reprisal or career repercussions by contacting the researcher or her Academic Advisor at the 
telephone numbers listed below.  Similarly, if you choose not to participate, this information will also be 
maintained in confidence.  Please note that if you disclose information that involves inappropriate sexual 
behavior, the researcher is under the CAF’s policy of duty to report the information, and will fully ensure 
that you are protected from reprisal from reporting.  The interview itself will be 60 to 90 minutes in 
duration, the questions address gender in the form of “males” and “females” for the purpose of the study, 
and will consist of 6 preliminary questions, 16 main questions, 5 questions relating to Operation Honour, 
and 1 question regarding any additional information that you may want to add to the interview.  
 
The researcher will keep your response confidential and will protect your anonymity in any reports or 
publications.  However, if you decide that you no longer wish to take part after you have provided 
information, the researcher will remove the information from consideration before doing the analysis, after 
which the data will be compiled into a formal report/presentation.  Following the analysis of the data, 
however, when the results have been disseminated, it will be impossible to withdraw your information.  
 
There may be risks involved in participating in this study, and they are assessed as:  Medium risk.  Due to 
the nature of the research, your participation in this study will require that you volunteer or share personal 
experiences and information that may cause you to experience discomfort.  Appropriate measures will be  
taken to minimize your discomfort, and at the time of the interview you will be provided a list of referrals 
for your personal use should you experience a degree of unease during or following the interview.   
 
Information derived from any transcription during the interview will be stored in a secure place at the 
nearest Personnel Selection office within 3 separate Protected B cabinets, and your Study Identification 
Number will be password protected on a Protected B labelled encrypted USB in which the password is  
non-recorded and only accessible only by the researcher.  It will also be labelled Protected B and stored in a 
separate Protected B cabinet.  Following the interview, the Access to Information Act and the Privacy Act 
entitle Canadian citizens, permanent residents of Canada and individuals or corporations currently present 
in Canada to obtain copies of research reports and research information held in federal government files.  
Prior to releasing any information, the Director Access to Information and Privacy screens the information 
to ensure that the identities of individuals are not disclosed.   
 
I am available to answer any questions you have about the study. You may contact me at 902-721-8156 or 
pamela.pahl@forces.gc.ca, or my Academic Advisor, Dr Marion Terry, at 204-727-9793 or 
terry@brandonu.ca. 
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If you would like to participate, please respond by replying to this e-mail, and I will then contact you by 
telephone to respond to any questions or concerns that you may have regarding this study, and to set up 
your preferred date, time and location (preferably on base/wing in a quiet and uninterrupted office) of the 
interview.   
 
Thank you for your consideration. 
 
Sincerely,  
 
 
 
Captain Pamela Pahl 
CFB Halifax 
Base Personnel Selection Office 
Stadaconda Building 90, Room 311 
PO Box 99000 Stn Forces 
Halifax, NS  B3K 5X5 
902-721-8157 
pamela.pahl@forces.gc.ca  
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Appendix G:  DND/CAF Contact Numbers 
Job Satisfaction in the Canadian Armed Forces 
 
Research Study by Captain Pamela Pahl, Student, Brandon University  
 
 
 
 
DND/CF CONTACT NUMBERS 
CANADIAN FORCES MEMBER ASSISTANCE PROGRAM (CFMAP)- .............  
1-800-268-7708 
Hearing Impaired Line (Mon-Fri 7:30 a.m. to 11:00 p.m. E.T.).....................................  
1-800-567-5803 
http://www.forces.gc.ca/health-sante/ps/map-pam/default-eng.asp 
 
Call us for a confidential talk. If we can't help, we know someone who can. 24 hours a day, 
365 days a year. The CFMAP is a voluntary and confidential service, initiated by the CF to 
help members and family members who have personal concerns that affect their personal well-
being and/or work performance. We address concerns that affect or could affect personal well-
being and/or work performance such as: marital, family, interpersonal, personal and emotional 
relations, stress and burn-out, harassment, sexual assault, alcohol, drugs and prescription 
drugs.  
 
CIVILIAN EMPLOYEE ASSISTANCE PROGRAM (EAP) ..................................  
1-613- 992-1740 
http://hr.ottawa-hull.mil.ca/hrciv/dgcesp/ddwb/eap/en/home_e.asp  
 
Employee Assistance Program (EAP) is a voluntary and confidential peer referral service to help 
individuals deal with personal or professional issues that might impact on their work 
performance. An individual may approach a referral agent to seek confidential help for any 
reason. The referral agent will direct the employee to an appropriate internal or external 
resource, depending on the nature of the issue. 
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THE CENTRE FOR CARE AND SUPPORT OF INJURED AND RETIRED SERVICE 
MEMBERS AND THEIR FAMILIES ............................................................................  
1-800-883-6094 
(Mon-Fri 8:00 a.m to 17:00 p.m E.T) 
http://www.cmp-cpm.forces.gc.ca/cen/index-eng.asp 
 
The centre is designed to bring the joint efforts of both the Department of National Defence and 
Veterans Affairs Canada together in providing information and services to injured and retired 
military members and their families. It is an initial contact point and referral service. All calls 
are confidential and in addition to the original consultation and referral, follow-up calls are made 
to ensure that an individual’s concern has been resolved and all of the assistance has been 
provided. The aim of The Centre is to ensure the provision of support services to all military 
members who were injured, medically released or became ill while serving, and to also support 
their families. Our services include a help line, referral programs, an advocacy team, disability 
benefits, financial assistance, and briefing presentations. 
 
DND/CF OMBUDSMAN ..................................................................................................  
1-888-828-3626 
(Mon-Fri 8:30 a.m to 16:30 p.m E.T) 
http://www.ombudsman.forces.gc.ca/ 
 
The office is a direct source of information, referral, and education for the men and women of 
the Department of National Defence and the Canadian Forces. Its role is to help individuals’ 
access existing channels of assistance or redress when they have a complaint or concern.  
 
CANADIAN FORCES HEALTH INFORMATION LINE .........................................  
1-877-633-3368                                          
(Operated on a 24 hour/day, 7 day/week) 
http://www.cmp-cpm.forces.gc.ca/pd/pi-ip/06-04-eng.asp 
 
The Canadian Forces Health Information Line is a call centre designed to provide CF members 
with convenient telephone access to health care advice, general health information, and guidance 
on where and how to access health care services. The service is available to all eligible CF 
members.  
 
CANADIAN FORCES CHAPLAIN GENERAL ..........................................................  
1-866-502-2203 
(Mon-Fri 8:00 a.m to 16:00 p.m E.T) 
http://hr.ottawa-hull.mil.ca/chapgen/engraph/home_e.asp 
 
The Chaplain’s role is to enhance and protect the physical, emotional, and spiritual well-being 
of members and their families. They also ensure access to spiritual care and religious 
ministrations to all members and their families who desire such services, regardless of their 
religious or spiritual affiliation or beliefs. 
 
350 
 
 
OPERATIONAL TRAUMA AND STRESS SUPPORT CENTRES 
(Mon-Fri 8:00 a.m to 17:00 p.m E.T) 
http://www.forces.gc.ca/health-sante/ps/mh-sm/otssc-cstso/default-eng.asp 
 
Atlantic - Halifax ...............................................................................................................  
1-902-427-0550ext 5703 
Quebec - Valcartier ...........................................................................................................  
1-418-844-5000 ext 7373 
Ontario - Ottawa ................................................................................................................  
1-613-945-8062 ext 6644  
 OR       
1-877-705-8880 
Western - Edmonton .........................................................................................................  
1-780-973-4011 ext 5332 
Pacific - Victoria ...............................................................................................................  
1-250-363-4411 
 
These centers will provide assistance to serving members of the CF and their families dealing 
with stresses arising from military operations, in particular, UN and NATO deployments abroad. 
This can cause a myriad of psychological, emotional, spiritual and relationship problems. 
Because these problems are multi-faceted, there is a need to address them from a holistic 
approach, with a multi-disciplinary team of caring professionals. 
 
CANADIAN/MILITARY FAMILY RESOURCE CENTRES (C/MFRC) 
Military Family Information Line  ..................................................................................  
1-800-866-4546 
Military Family Resource Centre- Ottawa  .....................................................................  
1-613-998-4888 
http://www.familyforce.ca/splash.aspx  
 
The Military Family Information Line is a bilingual telephone service for families of Canadian 
military personnel serving in operations outside Canada. The toll-free, 24-hour service features 
detailed reports about Canadian Forces missions and operations from around the world and 
provides the kind of assurance and support family members depend on. 
 
SEXUAL MISCONDUCT RESPONSE CENTRE (SMRC) 
 
(7 a.m. and 5 p.m. Monday to Friday Eastern Standard Time. Should a call be received outside 
of regular hours of operations or on statutory holidays, members will be able to leave a 
message and at their request, one of the staff members will return their call within one 
business day) 
 
1-844-750-1648, or call collect at 613-996-3900,  
or e-mail DND.SMRC-CIIS.MDN@forces.gc.ca 
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The SMRC is a voluntary bilingual and confidential support service that is arranged outside of 
the military chain of command and therefore does not result in automatic formal military 
reporting.  The SMRC offers confidential, personal, and bilingual assistance to CAF members 
to obtain information, as well as provide reassurance, support, and referrals to the various 
services offered to CAF members, including hospital emergency departments and rape crisis 
centres, as well provide information on existing reporting or complaint mechanisms.  
 
COMMUNICATING WITH THE CAF STRATEGIC RESPONSE TEAM ON SEXUAL 
MISCONDUCT (SRT-SM) 
 
Anyone wishing to share their thoughts or concerns on this subject can communicate with the 
CAF Strategic Response Team on sexual misconduct. Please note that this is a positional  
mailbox and, at this time, the confidentiality of any information you provide cannot be 
guaranteed. Furthermore, if you report a potential criminal or service offence, the information 
will be provided to the appropriate authorities to be investigated. 
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Appendix H:  SSRRB Consent Form 
Job Satisfaction in the Canadian Armed Forces 
 
Research Study by Captain Pamela Pahl, Student, Brandon University  
 
 
 
CONSENT FORM  
 
 
Women and Job Satisfaction in Today’s Canadian Armed Forces’ Climate 
 
Purpose of the Study: 
The purpose of the research is to explore the military cultural experiences of non-commissioned “females” or “others” who are 
qualified to the Operational Functional Point (OFP), are serving in the ranks of Cpl to Sgt in any of the three elements, have not 
been compulsory or voluntary reassigned to your current occupation, and are currently serving in male-dominated, non-combat 
arms occupations within the Canadian Armed Forces (CAF).  Members who identify as “others” will be included in the gender 
“female” in the final results of the study, in order to ensure participant anonymity.  You have been randomly selected and 
invited to participate in this study, as your name has been identified under the Chief of Military Personnel website under the 
Occupation/Career Manager Finder section.   
  
SSRRB Approval Number 
This research project has been approved by the DGMPRA Social Science Research Review Board, in accordance with DAOD 
5062-0 and 5062-1. The SSRRB approval # is 1561/17F. 
 
Participation 
Your participation is completely voluntary and you have a choice at every stage to end your participation without reprisal or 
career repercussions. The interview itself will be 60 to 90 minutes in duration.  The researcher will keep your responses 
confidential and will protect your anonymity in any reports or publications.  
 
You will not be reassigned from regular duties, in order to be a part of the study, nor will you be provided incentives, 
compensated for injury, paid, or be reimbursed for your participation.   
 
Please note that, should you require the career counselling or application processing assistance of a Personnel Selection Officer 
(PSO) in future, if the researcher is coincidentally assigned to your case at CFB Halifax until October 2018 when the researcher 
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retires from the CAF, you will be assigned to any number of other available PSOs, in order to eliminate any real or perceived 
conflict of interest.   
 
Risks 
There may be risks involved in participating in this study, and they are assessed as: Medium risk.  Due to the nature of the 
research, your participation in this study will require that:  
 
You volunteer or share personal experiences and information that may cause you to experience discomfort.  Appropriate 
measures will be taken to minimize your discomfort, and you have been provided a list of referrals for your personal use should  
you experience a degree of unease during or following the interview.   
 
You are not required to respond to any question that you are not comfortable with and, should you choose not to respond, there 
will be no negative consequences for you. Please note that if you disclose information that involves inappropriate sexual 
behavior, the researcher is under the CAF’s policy of duty to report the information, and will fully ensure that you are protected 
from reprisal from reporting.   
 
Information You Provide 
Information derived from any transcription will be stored in a secure place at the nearest Personnel Selection office within 3 
separate Protected B cabinets, and your Study Identification Numbers will be password protected on a Protected B labelled  
encrypted USB in which the password is non-recorded and only accessible by the researcher.  It will also be labelled Protected 
B and stored in a separate Protected B cabinet.  Your participation in this interview will require a voice recording.  If you wish 
to opt-out of a recording method, please indicate by initialling beside the option below:   
 
A. You consent to voice recording only.______ 
B.   You do not wish to be recorded.  _________ 
 
The researcher will keep your response strictly confidential and will protect your anonymity in any reports or publications.  No 
information that will directly identify you as an individual participant will be collected in the interview or stored with the 
dataset. While there is the remote possibility that someone might be able to deduce your identity based on some combination of 
the demographic questions, all individual level information will be kept strictly confidential.   
 
Following the signing of this consent form, you will be provided a photocopy of this form, and spend 60 – 90 minutes 
participating in the actual interview consisting of 6 preliminary questions, 16 main questions, 5 questions relating to Operation 
Honour, and 1 question regarding any additional information that you may want to add to the interview, the questions address 
gender in the form of “males” and “females” for the purpose of the study, and following the interview, you will be offered an 
opportunity to review the interview transcript (and make any desired changes or deletions).  The debriefing will also include a  
request for the researcher to contact you to ask further questions or clarify information, if required, and you will be asked 
whether you would like a copy of the final report. 
 
The information provided to both Brandon University and the CAF will be available in the form of the final report that will be 
anonymous and will not include identifying information.  The final report will be submitted to both Brandon University and the 
Department of National Defence.  Brandon University will review the project with the purpose of the researcher submitting a 
Master Thesis.  The Department of National Defence will use the final report in coordination with collection from other 
sources, including internal research projects such as the Your Say Survey.  The results will assist DND to focus their efforts to 
combat inappropriate sexualized behavior in support of Operation HONOUR initiatives, including shaping future research 
projects, victim support services programs, etc.  
  
No papers, articles and/or conference presentations will be published without the DND sponsor’s prior review.  The DND/CF 
reserves the right to insist on clarification/amendment/change of any sensitive information set out in the paper that could harm 
the DND/CF as such information is defined in regulations and orders. 
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ATIP Considerations 
The Access to Information Act and the Privacy Act entitles Canadian citizens, permanent residents of Canada and individuals or 
corporations currently present in Canada to obtain copies of research reports and research information held in federal 
government files. Prior to releasing any information, the Director Access to Information and Privacy screens the information to  
ensure that the identities of individuals are not disclosed.  
 
Questions/Concerns 
Any information about your rights as a research participant may be addressed to Captain Pamela Pahl at 902-721-8157 or 
pamela.pahl@forces.gc.ca. You may verify the authenticity of the research or request scientific or scholarly explanations of the 
research by contacting the researcher’s Academic Advisor, Dr Marion Terry, from the department of Leadership and Education 
Administration, Brandon University, at 204-727-9793 or terry@brandonu.ca. In addition, any potential ethical issues or 
concerns may be directed to the Brandon University Research Ethics Committee (BUREC) at 204-727-9712. 
 
What If You change Your Mind About Participating?   
 
You may withdraw from the study at any time without penalty – participation is completely voluntary.  You may withdraw 
from the study at any time and may do so by contacting the researcher or the researcher’s Academic Advisor listed above at the 
telephone numbers or e-mail addresses indicated.  If you decide you no longer wish to take part after you have provided 
information, the researcher will remove the information from consideration before doing the data analysis.  Following the 
analysis of the data, however, when the results have been disseminated, it will be impossible to withdraw your information.  
 
Acceptance  
Your signature on this form indicates that you 1) understand to your satisfaction the information provided to you about your  
participation in this research project, and 2) agree to participate in this research.  In no way does this waive your legal rights nor 
release the researcher, sponsors, or involved institutions from their legal and professional responsibilities.  You are free to 
withdraw from this research project at any time. You should feel free to ask for clarification or new information throughout 
your participation.  
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Appendix I:  Interview Questions 
Job Satisfaction in the Canadian Armed Forces 
 
Research Study by Captain Pamela Pahl, Student, Brandon University 
 
 
 
 
 Preliminary Questions: 
1.  Please tell me what activities you were involved in prior to joining the CAF, and your reasons 
for deciding to enroll in the Regular Force. 
 
2.  What was your level of education when you joined the Regular Force, and what is your 
current level of education? 
 
3.  What did you know about the occupation when you decided to accept the choice or choices 
provided? 
 
4.  The Employment Equity Act has been adapted to accommodate the CAF, and identifies 
designated groups that include women, aboriginal persons, persons who are members of 
visible minorities, and persons with disabilities.  Please explain if you fall under any or a 
number of these designated groups.   
 
5.  Please explain your background as to why you have enrolled in your current occupation.  
 
6.  How did previous experiences in your life influence your decision to select the occupation? 
 
 Main Questions: 
 
 1.  What were your expectations of both the training and employment in the male-dominated 
occupation, and how did they meet or not meet your expectations?   
 
 2.  Please tell me about your experiences including similarities and differences that you noticed 
in the employment between the different centres, bases, or elements during your postings.   
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 3.  In your opinion, how the different genders interact?  For example, males with males, males 
with females, and females with females? 
 
 4.  While receiving your training for the male-dominated occupation, did you encounter 
differential treatment?  If so, please provide me with some examples of this treatment.   
 
5.  If you’ve been deployed in the CAF, please tell me about your experience pre, during and 
post deployment. 
 
 6.  Are you or have you been a primary caregiver to members of your family, and, if so, please 
tell me about how that has affected your career and your personal life.   
 
 7.  Are there any differences that you may have noticed from having a male or female superior 
in the occupation?  If so, please provide me with some examples of these differences.   
 
 8.  How would you describe your level of satisfaction with the training, employment, and 
relationships with others within the occupation? 
 
 9.  Please tell me about any particular coping mechanisms that you have recalled using during   
your service in the Forces.   
 
10.  Have you felt that there were additional, fewer, or the same pressures on you compared to 
your coworkers? 
 
11.  What have been your greatest stressors working in your occupation, or within the CAF in 
general? 
 
12.  If you left or remained in the occupation, what were the circumstances behind your 
decision? 
 
13.  Please tell me about your most favorite aspects of being employed in the occupation.  
 
14.  Please tell me about your least favorite aspects of being employed in the occupation. 
 
15.  What would you have done differently, if anything, from what you have done as a female 
being recruited, trained and employed in a male-dominated occupation in the CAF? 
 
16.  What are your plans for the future in the Forces? 
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Introductory Statement to Operation Honour: 
 
Now I would like to introduce a set of questions that are slightly different but that are related to      
the work that is currently being conducted in the CAF related to sexual misconduct: 
 
1.  Are you aware of Operation Honour (also referred to as “Op Honour”)? 
 
2.  Do you believe that all members in your unit are treated with respect and dignity? 
 
3.  Prior to Operation Honour, did you find that your unit had an underlying sexualized culture? 
(if so, have things changed?  How?) 
 
4.  Have there been any town halls or training sessions in your unit related to Operation Honour? 
(Were they effective, and, if so, how in your opinion?) 
 
5.  Do you believe that Operation Honour will make a difference? (in your unit; in the CAF in 
general?) 
 
The final question that will be asked during the study is as follows: 
 
1.  Is there anything else that you would like to add?  Is there anything else that perhaps I did not 
ask about, or that you would like to add to something that we have already discussed? 
